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Distressed and drained: Consequences of intimate partner aggression and the buffering

role of supervisor support

ABSTRACT

Guided by the conservation of resources theory, this study builds on prior spillover
research by examining the relationship between intimate partner aggression (IPA) and work
outcomes (i.e., task performance and organizational citizenship behaviors), and the mediating
role of psychological distress. We further hypothesized that perceived supervisor support serves
as a contextual resource that would buffer the negative impact of IPA. We tested the model with
data obtained from 228 matched employee-supervisor dyads. Results revealed that psychological
distress mediated the relationship between IPA and work outcomes. In addition, the conditional
indirect effects of IPA in predicting work outcomes via psychological distress were stronger at
low as opposed to high levels of perceived supervisor support. Theoretical and practical

implications are discussed.
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1. Introduction

Almost one-third (30%) of women globally experienced intimate partner aggression
(IPA; Garcia-Moreno et al., 2013). Current lifetime prevalence rates are comparable to findings
in studies from more than a decade ago (e.g., Heise et al., 1999; Garcia-Moreno et al., 2013),
which suggest that women globally remain at risk, and that IPA remains a highly relevant
societal problem. Despite this, other segments of society (e.g., organizations) still believe that
IPA is a personal issue that does not permeate work life (O’Leary-Kelly, Lean, Reeves, &
Randel, 2008). This belief is in contrast with evidence suggesting that consequences of IPA (e.g.,
injuries, absenteeism, and turnover) cost employers approximately $900 million annually in the
United States alone (Center for Disease Control and Prevention, 2003). Indeed, the idea that
stressors originating at home can spillover and influence behaviors and outcomes at work has
been widely supported (Ferguson, Carlson, Hunter, & Whitten, 2012; Grandey & Cropanzano,
1999).

Existing research on IPA and its work-related consequences falls under two lines of
research. The first line of work involves studies that examine the relationship between IPA and
work outcomes (Leblanc, Barling, & Turner, 2014; Reeves & O’Leary-Kelly, 2007; Tolentino,
Garcia, Restubog, Scott, & Aquino, 2017). This line of research suggests that working women
who experience IPA tend to report higher absenteeism rates, lower job productivity, and as a
consequence, less likely to be promoted. They were also more distracted at work and tend to
miss more work hours compared to non-victims (Reeves & O’Leary-Kelly, 2007). The second
line of research has primarily focused on the kind of tactics perpetrators use to interfere with the
victims’ ability to function at work (Raphael, 1996; Swanberg & Logan, 2005; Swanberg,

Logan, & Macke, 2005). For instance, perpetrators prevent the victim from reaching work by



hiding car keys, depriving victims of sleep, or refusing to care for children (Raphael, 1996;
Swanberg et al., 2005). They also engage in stalking the victim at work, involving behaviors
such as looking into the window of the workplace and monitoring the victim along her
commuting route (Raphael, 1996; Swanberg & Logan, 2005). Clearly, these studies suggest that
IPA has detrimental effects not only for the victim but also for organizations.

Despite evidence of the work-related effects of IPA, there are still important gaps that
need to be addressed. First, most studies to date focus on examining the direct relationships
between IPA and withdrawal behavior, and to a lesser extent, dimensions of job performance
including in-role and extra-role work behaviors (LeBlanc et al., 2014; Swanberg et al., 2005).
While these associations are important, the limitation of only focusing on main effects is that the
underlying psychological mechanisms underpinning the relationship between IPA and work
outcomes remains unclear. Furthermore, existing work on IPA have mainly focused on
unemployed women in shelters (Kelloway, Barling, & Hurrell, 2006). This is the case despite
evidence suggesting that working women are more than twice as likely to experience IPA
compared to their unemployed counterparts (Franklin & Menaker, 2012). An understanding of
how IPA spills over to the work domain can potentially guide organizations in developing more
effective policies and interventions.

Second, we still know little about the organization’s role in mitigating the harmful effects
of IPA. Indeed, organizations remain reluctant to address IPA at work with the perception that it
is a personal affair coupled with incognizance on how to address the issue (O’Leary-Kelly et al.,
2008). While prior work has examined how the presence of human resource practices help IPA
victims at work (Swanberg, Macke, & Logan, 2007), we contend that it is also helpful to

examine formal and informal support originating from organizational members (e.g.,



supervisors). For instance, supervisors may provide more direct and individualized forms of
support given their frequent social interactions with their employees (Shanock & Eisenberger,
2006). Moreover, supervisors have decision-making rights and access to resources (e.g.,
provision of leaves; referrals to outside agencies) that are useful for employees experiencing IPA
(O’Leary-Kelly et al., 2008). Despite this, we lack empirical evidence on whether perceptions of
supervisor support can buffer the negative impact of IPA on work outcomes.

We address the abovementioned gaps by drawing from the conservation of resources
theory (COR; Hobfoll, 1989) which provides a theoretical framewaork that explains why IPA
spills over to the workplace. In this study, we operationalize IPA as physical and psychological
abuse perpetrated by a former or current intimate partner towards the other. This definition
includes both physical and psychological aggression, as both dimensions are highly and
significantly correlated (O’Leary, 1999). Furthermore, separating psychological aggression from
physical abuse is often difficult in intimate relationships given their frequent co-occurrence
(Follingstad, 2007). Consistent with COR theory, we predict that the experience of IPA increases
psychological distress, which then reduces women’s personal resources (e.g., mood, time, and
energy). This in turn interferes with their effective functioning at work. Indeed, it has been
suggested that psychological distress facilitates resource loss as individuals expend personal
resources to cope with it (ten Brummelhuis & Bakker, 2012).

Second, we examine a contextual factor that may buffer the effects of IPA on work
outcomes. Research on work-family conflict has found that contextual resources, such as social
support, are crucial to stress resiliency and have a positive effect on psychological well-being
(Allen, 2001; Swanberg et al., 2007). Taking into consideration the proximal nature of

supervisors to employees, we examine the moderating role of perceived supervisor support (PSS)



on the negative impact of IPA-related resource loss. We argue that PSS provides an opportunity
for abused women to gain resources, which helps them cope with felt psychological distress
brought about by IPA. Support for this comes from research implicating supervisor support (e.g.,
flexible work arrangements or a listening ear) as a source of increased job and life satisfaction
(Goh, llies, & Wilson, 2015; Saltzstein, Ting, & Saltzstein, 2001).

We also address methodological limitations from previous research by accounting for
possible issues associated with the use of self-reports (Podsakoff, MacKenzie, Lee, & Podsakoff,
2003). To minimize common method variance, we followed best practices outlined by Podsakoff
and colleagues (2003). Specifically, we obtained data from two sources (e.g., supervisor-
subordinate dyads) and introduced a temporal time lag between the measurement of predictor
and outcome variables. These strategies are particularly important in the current study given the
sensitive and retrospective nature of the study constructs. In the following sections, we elaborate
on our proposed model (see Figure 1), generate predictions concerning the expected relationships
among them and discuss the implications of our findings.

**Insert Figure 1 here**
1.1 Intimate partner aggression, psychological distress, and work outcomes

COR theory (Hobfoll, 1989) states that individuals strive to build, protect, and conserve
valuable resources. Resources are defined as the objects, personal characteristics, conditions, or
energies valued by individuals, or those that serve to help individuals attain the objects, personal
characteristics, conditions, or energies which they value (Hobfoll, 1989). Examples of resources
include having a job (object), optimism (personal characteristic), marital status (condition), and
time (energies). As resources inherently have instrumental and/or symbolic value to individuals,

stress occurs when individuals are threatened by potential resource loss, experience depletion of



actual resources, or fail to gain adequate resources following the investment of resources
(Hobfoll, 1989).

From a COR perspective, IPA can be conceptualized as a major stressor that significantly
depletes important resources. IPA victims suffer from proximal losses in the form of physical
injuries and psychological trauma (Campbell, 2002; Golding, 1999). They may also experience
losses due to their partner’s controlling behaviors, such as restricting their financial access and
preventing them from contacting family and friends (Swanberg et al., 2005). Over time, IPA
victims can also experience material and psychosocial resource losses (e.g., loss of self-esteem,
loss of time with loved ones, and loss of money and possessions), and prolonged feelings of
betrayal, confusion, and intimate relationship dissatisfaction, which all undermine health and
well-being (e.g., Beeble, Bybee, & Sullivan, 2010; Thompson et al., 2000).

Exposure to IPA leads to the experience of psychological distress. Repeated and
continued victimization is facilitated by cohabitation as it increases the amount of time women
are at risk and abuse usually occurs in private (Browne, 1993). Indeed, studies have consistently
shown that IPA is positively associated with a number of indicators of psychological distress
(Romito, Turan, & De Marchi, 2005; Watkins et al., 2014). For instance, compared to non-
abused women, women who reported past and current IPA were 5.95 times more likely to
experience feelings of powerlessness, guilt, and anger (Romito et al., 2005). Similarly,
significant increases in depressive symptoms were found among those women who experienced
IPA over time perpetrated by the same partner (Watkins et al., 2014).

The experience of psychological distress can have negative spillover effects to the
workplace. In an elaboration of COR theory, ten Brummelhuis and Bakker (2012) proposed that

contextual demands in one domain (e.g., home) can spillover to another domain (e.g., work) due



to a depletion of personal resources important in both domains. In the context of the present
study, we argue that felt psychological distress from the experience of IPA interferes with work
and depletes personal resources (e.g., time, energy, self-esteem) which could have been useful in
the fulfillment of work tasks. Below, we further elaborate on how psychological distress
negatively influences two important work behaviors: task performance and organizational
citizenship behaviors (OCBs).

Task performance is defined as the effective performance of required activities that
directly or indirectly contribute towards the achievement of organizational objectives (Borman &
Motowidlo, 1993), such as effective and timely completion of assigned duties. Indeed, stressful
events create conditions for cognitive fatigue (i.e., resource losses), which reduces the energy
available for effective task performance (Cohen, 1980). For instance, 71% of 518 recently
employed women reported poor concentration at work due to past-year partner victimization
(Swanberg et al., 2007). Furthermore, due to display rules often present in organizations,
employees are expected to manage or suppress felt distress (Grandey, Foo, Groth, & Goodwin,
2012). This further depletes personal resources as emotional suppression tends to increase
emotional exhaustion (Grandey et al., 2012). For these reasons, we predict that:

Hypothesis 1: Psychological distress mediates the relationship between intimate partner
aggression and task performance.

Similarly, we expect victims of IPA who experience psychological distress to perform
fewer OCBs compared to non-victims. OCBs are “individual behaviors that are discretionary, not
directly or explicitly recognized by the formal reward system, and that in the aggregate promote
the effective functioning of the organization” (Organ, 1988, p.4). Past studies have shown that

affective variables, such as mood and stress, have important causal effects on OCBs (Motowidlo,



Packard, & Manning, 1986). In particular, feelings of stress (measured as the intensity and
frequency of stressful events) led to depression (i.e., resource loss), which in turn resulted in
fewer OCBs (Motowidlo et al., 1986). Consistent with COR theory’s resource conservation
principle, we expect IPA victims to reduce participation in OCBs to conserve remaining
resources (e.g., time and energy) that could be devoted to actively coping with their felt
psychological distress. Thus, we predict that:

Hypothesis 2: Psychological distress mediates the relationship between intimate partner
aggression and organizational citizenship behaviors.
1.2 The moderating role of perceived supervisor support

One of the key tenets of COR theory is that resources are dynamic (i.e., resource reserves
can change via resource gains and losses; Hobfoll, 2001). During periods of high stress,
individuals are motivated to actively seek out other resources to help them recover lost resources
and conserve remaining reserves (Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014).
Supervisors are commonly viewed as agents of the organization as they are directly responsible
for managing staff, appraising performance, and communicating with senior management
(Shoss, Eisenberger, Restubog, & Zagenczyk, 2013). Because of the power they have over
managing resources valued by employees, supervisors are capable of directly providing both
emotional and instrumental support to their subordinates. For instance, supervisors are able to
provide social companionship and emotional comfort, which communicate that the organization
cares for the employees’ well-being (Shanock & Eisenberger, 2006). Furthermore, supervisors
are also able to offer instrumental support, such as referrals to employee assistance programs,
offer flexible working arrangements, and relocation of employees’ place of work, as they have

formal position and authority within the organization (Sylaska & Edwards, 2014).



In this study, we argue that it is the employee’s perception of supervisor support (PSS)
that moderates the IPA-distress-work outcomes relationship. Indeed, attitudinal and work
outcomes are primarily influenced by the individual’s own subjective assessment of social
support as opposed to simply the presence of supportive policies (Allen, 2001; Perrin, Yragui,
Hanson, & Glass, 2011). This is consistent with COR theory in that resources will only lead to
resource gain if the individual considers it valuable. In the context of the present study, we
expect PSS to buffer the negative effect of IPA on work outcomes as it provides both emotional
and instrumental resources that may help employees effectively manage psychological distress.
Indeed, PSS cultivates positive affect at work, which may counteract negative emotions
experienced due to IPA (Fredrickson, 2001). Based on these theoretical and empirical
considerations, we predict that:

Hypothesis 3: The conditional indirect effects of IPA on task performance via
psychological distress would be stronger for employees with low as opposed to high levels of
perceived supervisor support.

Hypothesis 4: The conditional indirect effects of IPA on organizational citizenship
behaviors via psychological distress would be stronger for employees with low as opposed to
high levels of perceived supervisor support.

2. Method
2.1 Participants and procedure

Data were collected from female employees who were members of a local community
organization in Manila, Philippines. We chose to examine male-perpetrated abuse towards
employed women for two reasons. First, IPA has a higher baseline phenomenon for women

(Tjaden & Thoennes, 2000). Women who cohabitate with a male intimate partner have been



shown to experience significantly higher rates of partner violence, more intense and longer-
lasting victimization, and report more incidences of partner aggression compared to men
(Dobash, Dobash, Cavanagh, & Lewis, 1998; Tjaden & Thoennes, 2000). Women are also more
likely to suffer from serious physical injuries due to gender differences in body size and physical
strength (Ansara & Hindin, 2005). Second, and more importantly, women in many societies
confront more career barriers and non-work demands such as glass ceiling effects and multiple
role obligations, which makes the impact of IPA more detrimental to employed women than men
(Chronister et al., 2009; Hoobler, Wayne, & Lemmon, 2009).

Employees were required to be currently or previously (not more than 12 months) in a
relationship with a male partner and cohabitate with him. The questionnaire was prepared in
English, because it is the language of business spoken by most Filipinos (Bernardo, 2007). To
reduce the effects of common method variance, we introduced a four-week temporal lag between
the time we measured our predictor and outcome variables (Podsakoff et al., 2003). At Time 1,
employees received a survey kit containing an information sheet (stating the study’s aim,
assuring confidentiality and voluntariness of participation), an envelope, and a questionnaire,
which contained demographic questions about the employee and their partner, and employee’s
self-report ratings of IPA, psychological distress, and PSS. The survey was disseminated to 380
employees, who were instructed to seal their completed questionnaire in the pre-paid reply
envelope before returning it to the research team. All employees created anonymous identity
codes to allow their ratings to be matched with those of his/her corresponding supervisor. A total
of 304 employee surveys were received, yielding a response rate of 80%. There were 22
employee surveys that were removed because of a large number of missing responses or missing

identity codes. At Time 2, four weeks after the initial survey, the participating employees were



requested to pass on the supervisor survey for their immediate supervisor to complete. The
supervisor only rated one focal employee. For ethical reasons, we wanted to provide employees
with the control over whether or not they wish to continue participating by forwarding the survey
to their supervisor. To maintain the integrity of supervisor data, supervisors were instructed to
sign across the flap of the pre-paid reply envelope after sealing it and to send the envelope
directly to the research team. The supervisor survey contained questions about the supervisor’s
demographic (i.e., age, gender, and organizational tenure) and the supervisor’s rating of the focal
employee’s task performance and OCBs. Of the 304 supervisor surveys distributed, 246 surveys
were received. After deleting those supervisor surveys with missing identity codes and those
with a large number of missing responses (n = 18), the final sample consisted of 228 matched
employee-supervisor dyads.

The average age of employees was 36.77 years (SD = 7.13). Most (69.3%) have
organizational tenure of more than 5 years, and almost all (91.7%) reported having permanent
employment status in the organization. Of those employees who participated, 82.5% completed a
university or post-graduate degree as their highest educational attainment. Employees
represented diverse occupational backgrounds, including general management and human
resources (23.2%), customer service (16.7%), information technology (15.8%), marketing and
sales (15.4%), accounting and finance (14.5%), manufacturing and production (7.9%), public
relations (5.3%), and others (1.3%). On average, employees were married for 9.38 years (SD =
6.52). All employees have children, with the average number of children being 1.75 (SD = .65).
On average, male partners were 39.32 years (SD = 7.34). Majority of them (91.2%) achieved a
university or post-graduate degree as their highest educational attainment, and 89.9% of them are

working full-time. For supervisor participants, the average age was 45.43 years (SD = 6.92) and



majority (49.1%) were male supervisors. Most supervisors (72.0%) had organizational tenure
between 6 to 15 years.
2.2 Measures

Established multi-item scales were used to assess the study variables. Unless otherwise
specified, employees responded to all questions using a 7-point Likert-type scale ranging from 1
(strongly disagree) to 7 (strongly agree). Items were coded such that a higher score indicated a
greater amount of the focal construct, with the exception of reverse-coded items. Time
limitations imposed by the participation organization forced the shortening of some scales.
2.2.1 Intimate partner aggression

At Time 1, we assessed IPA using the psychological, physical, and injury subscales of the
Revised Conflict Tactics Scale (CTS-2; Straus, Hamby, Boney-McCoy, & Sugarman, 1996). The
CTS-2 is the most widely used measure of family violence, because of its stable factor structure,
moderate reliability and concurrent validity, as well as strong evidence of construct validity
(Straus, 1990). Using a 7 point Likert-type scale (O = never; 6 = more than 20 times in the past
year), participants were asked to rate how frequent they experienced physical assault (12 items),
injury (5 items), and psychological aggression (8 items) from their partners in the past year.
Sample items included: “My partner called me fat or ugly” and “My partner punched or hit me
with something that could hurt.” Cronbach’s alpha for this scale was .95.
2.2.2 Psychological distress

At Time 1, we assessed employees’ psychological distress with the 5-item version of
Derogatis’ (1993) Brief Symptom Inventory (BSI). Items were prefaced with the lead-in

statement: “In the past six months, how often have you been...” and ended with statements such



as: feeling fearful, feeling restless, feeling worthless, feeling in panic, and feeling nervous.
Cronbach’s alpha for this scale was .93.
2.2.3 Perceived supervisor support

At Time 1, we measured employees’ perceived supervisor support using a four-item scale
developed by Rhoades, Eisenberger, and Armeli (2001). Employees were asked to rate their
perception of the level of supervisory support they receive from their immediate supervisor. A
sample item is: “Help is available from my supervisor when I have a problem.” Cronbach’s alpha
for this scale was .95.

2.2.4 Supervisor-rated task performance

At Time 2, we assessed employees’ task performance via supervisor reports. We used
four out of the seven-item measure developed by Williams and Anderson (1991) due to survey
length constraints imposed by the community organization. Consistent with prior work, we chose
the four items with the highest factor loadings (Restubog, Bordia, & Tang, 2006, Shoss et al.,
2013). A sample item is: “This employee fulfills responsibilities specified in his/her job
description.” Cronbach’s alpha for this scale was .96.

2.2.5 Supervisor-rated OCBs.

At Time 2, the four-item civic virtue subscale of OCBs developed by Podsakoff,
MacKenzie, Moorman, and Fetter (1990) was used to assess employees’ OCBs. Behaviors in this
dimension of OCB refer to employees taking an active role and special interest in the life of their
organization as well as having strong feelings of being a part of the organization (Hoffman,
Blair, Meriac, & Woehr, 2007; Organ, 1988). A sample item is: “This employee keeps updated
of changes in the organization.” Cronbach’s alpha for this scale was .92.

2.2.6 Control variables



In line with prior research, we controlled for demographic variables that could affect the
occurrence of IPA. Employees’ age was controlled since older women have a lower risk of [IPA
victimization due to having developed better negotiation skills that help them successfully avoid
potential partner aggression (Romans, Forte, Cohen, Du Mont, & Hyman, 2007). Employees’
employment status was controlled because past studies found that the likelihood of victimization
increases when women are financially dependent on their male partner (Capaldi, Knoble, Shortt,
& Kim, 2012). Similarly, a disparity in educational attainment between the couple increases the
likelihood of victimization (Capaldi et al., 2012). That is, being educated reduces perpetration of
IPA as it increases female empowerment through social networks and economic independence
(Jewkes, 2002). Partners’ employment status was controlled because women with unemployed
spouses are more likely to experience partner aggression (Stith, Smith, Penn, Ward, & Tritt,
2004). Unemployment for male partners was significantly associated with increased career and
life stress, which in turn increases male-perpetrated aggression (Stith et al., 2004). The age of the
male partner was controlled for because rates of IPA started to decline as the age of the couple
increases (Straus, Gelles, & Steinmetz, 1982). The number of children was controlled because
male partners perceived having children as a contributing factor to family stress, thereby posing
a risk for IPA (Stith et al., 2004).

Age was measured in years (as of last birthday). Education level was measured by asking
the focal employee to encircle one of the four options (i.e., primary school, secondary school,
junior college/polytechnic, and university/postgraduate). We assessed partner’s employment
status by asking the focal employee to encircle the appropriate option (i.e., working full-time,
working part-time, or not working).

3. Results



Descriptive statistics and hypothesis testing. Descriptive statistics, bivariate correlations,
and scale reliabilities for the study variables are presented in Table 1. All correlations were in the
predicted direction. We assessed the simple mediation model using the bootstrap procedure
developed by Hayes (2013). This approach was used as it enabled us to test the significance of
the mediation hypotheses without relying on the assumption that the total and indirect effects are
normally distributed (Hayes, 2013). Hypothesis 1 predicted that psychological distress would
mediate the relationship between IPA, task performance (Hypothesis 1), and OCBs (Hypothesis
2). IPA was found to have an indirect effect on supervisor-rated task performance (Indirect effect
=-.05, SE =.03, 95% CI: -.11 to -.01) and supervisor-rated OCBs (Indirect effect = -.06, SE =
.03, 95% CI: -.13 to -.01) via psychological distress. Given that the confidence intervals did not
include zero, Hypotheses 1 and 2 were supported.

**Insert Table 1 here**

We further posited that the strength of the indirect effects of IPA on supervisor-rated task
performance (Hypothesis 3) and supervisor-rated OCBs (Hypothesis 4) would be stronger for
those with low as opposed to high levels of perceived supervisor support. The estimates and bias-
corrected bootstrapped 95% confidence intervals (using 2000 bootstrap samples) for the
proposed conditional indirect effects are presented in Table 2. The cross-product term between
psychological distress and PSS predicting supervisor-rated task performance (B = .08, p<.05) and
supervisor-rated OCBs (B = .12, p<.01) were significant. An examination of the conditional
indirect effects at specific values of PSS (i.e., + 1 standard deviation around the mean) revealed
that the indirect effect of IPA on supervisor-rated task performance via psychological distress
was significant under low levels of PSS (Indirect effect = -.05, SE = .03, 95% CI: -.10 to -.01),

but not under high levels of PSS (Indirect effect = -.01, SE = .02, 95% CI: -.05 to .01). Similarly,



the indirect effect of IPA on supervisor-rated OCBs via psychological distress was significant
under low levels of PSS (Indirect effect = -.06, SE = .03, 95% CI: -.12 to -.02), but not under
high levels of PSS (Indirect effect = -.01, SE =.02, 95% CI: -.05 to .02). Given that the
confidence intervals do not include zero, Hypotheses 3 and 4 were supported.

**Insert Table 2 here**

Supplementary tests. In order to rule out alternative explanations for our findings, we
conducted supplementary analyses. First, we re-ran the analysis without any control variables to
rule out the possibility that the presence of these variables are influencing the significance of the
study findings. In order to increase statistical conclusion validity, Becker (2005) noted that it is
important to demonstrate that the results remain unchanged regardless of whether control
variables are present in the model or not. The results remained significant without the control
variables.

Second, we examined PSS as a first-stage moderator of the IPA-distress-work outcomes
relationship. Results suggested that the interaction between IPA and PSS was not significant for
both supervisor-rated work outcomes of task performance (B=-.02, SE = .07, ns) and OCBs (B
=-.02, SE =.07, ns). The indirect effects of IPA on supervisor-rated task performance via
psychological distress were not significant under low levels of PSS (Indirect effect = —-.03, SE =
.03, 95% CI: —.11 to .01) and high levels of PSS (Indirect effect = —.02, SE = .03, 95% CI: —.09
to .03). Similarly, the indirect effects of IPA on supervisor-rated OCBs via psychological distress
were neither significant under low levels of PSS (Indirect effect = —.03, SE = .03, 95% CI: —.11
to .01), nor under high levels of PSS (Indirect effect = —.02, SE = .03, 95% CI. —.09 to .03).
Overall, the results provide further evidence for PSS as a second-stage moderator of the IPA-

distress-work outcomes relationship.



4. Discussion

While research on IPA has affirmed the negative consequences for its victims both in the
home and work domains, many of these studies have focused on direct effect relationships (e.g.,
LeBlanc et al., 2014; Reeves & O’Leary-Kelly, 2007; Swanberg et al., 2005). This study had two
important aims: (a) to explicate the link between IPA and work outcomes (i.e., task performance
and OCBs); and (b) to examine PSS as a buffer against resource loss stemming from IPA. Our
results supported our predictions. First, we found that IPA indirectly influenced task performance
and OCBs through psychological distress. That is, IPA as a stressor triggers resource loses, the
accumulation of which manifests itself as psychological distress. Due to felt psychological
distress, abused women have fewer resources available to fulfill work duties and to engage in
extra-role behaviors. This is consistent with the assumptions of COR theory which state that the
spillover from home to the work domain occurs due to lost personal resources (e.g.,
psychological distress; ten Brummelhuis & Bakker, 2012).

Second, we also found support for the moderating role of PSS. That is, the conditional
indirect relationship between IPA, psychological distress, and work outcomes were stronger for
individuals with low as opposed to high levels of PSS. Supervisor support provides IPA victims
with an alternative supply of resources in the form of instrumental (e.g., employee assistance
programs) and emotional (e.g., a listening ear) support. For instance, women who were offered
flexible schedules and workloads had greater chances of maintaining longer-term employment as
they were able to better manage their time (Perrin et al., 2011; Swanberg et al., 2007).
Furthermore, PSS signals to the employee that the organization cares for her well-being, which
counteracts the damaging effects of IPA on women’s self-worth (Shanock & Eisenberger, 2006).

This is also in line with COR theory’s resource investment principle, which states that



individuals can draw from their environment to replace lost resources or gain additional ones in
the event of resource loss (Hobfoll, 2001). It is also important to note that the results remained
significant even after controlling for relevant employee and spouse demographic variables,
which further lends support to the proposed relationships.

It should be noted though that we obtained a small effect size for the moderating role of
PSS and this warrants some discussion. First, the small interaction effect might have been due to
the fact that we have not considered family-specific forms of social support that potentially could
have a stronger influence on IPA and work outcomes. Possible support for this proposition
comes from a meta-analysis that found family-specific support to have relatively stronger
negative associations with work-family conflict (Kossek, Pichler, Bodner, & Hammer, 2011). It
might be fruitful for future work to explore the additive and relative effects of different types of
support on the IPA-work outcomes relationship, which may vary in terms of specificity (family
friendly organizational policies vs. perceived organizational support) and domain (spousal
support vs. supervisor support). Furthermore, the relationships proposed in our study represent
cross-domain effects (Michel, Kortba, Mitchelson, Clark, & Baltes, 2011). That is, IPA is a
stressor that originates from the family domain, while PSS comes from the work domain.
Employees who receive low levels of PSS are not able to conserve personal resources at work
leaving them with fewer resources they can use to cope with demands in the family domain (e.g.,
IPA). Indeed, prior work that has examined the cross-domain effects of social support on work-
family conflict have found similar small effect sizes (Casper, Martin, Buffardi, & Erdwins, 2002;
Selvarajan, Cloninger, & Singh, 2013).

4.1 Theoretical contributions



This study contributes to the IPA and work-family interface literatures in several
important ways. First, we provided a theoretical framework under COR theory (Hobfoll, 1989) to
explain why and how IPA would result in lower levels of task performance and fewer OCBs. In
doing so, this study was able to clarify the underlying psychological mechanism involved in the
spillover IPA into the workplace. Second, extant research on the broader area of work-family
interface has primarily focused on the concept of work-family conflict (Chen, Powell, & Cui,
2014; Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005; Goh et al., 2015), particularly
examining how individuals juggle between work and family demands (e.g., time and role
conflict). The current research extended this line of work by focusing on relationship conflict
(e.g., IPA) as opposed to traditional time and family demand variables (e.g., dual career earners,
caring for dependents). Our study responded to renewed calls to examine the spillover effect of
family conflict on workplace outcomes, especially for women (Ferguson et al., 2012). Measures
of work-family conflict indicate that dual roles are incompatible in some respects, but they do
not reveal which factors in the family domain make work functioning more difficult (ten
Brummelhuis & Bakker, 2012). That is, studies have tended to focus on macro level factors and
how family to work interference develops over time. However, less research has been devoted to
factors that “link” the family and home systems together. Our study addressed this gap by
focusing on micro-level factors such as IPA and psychological distress and using COR theory as
a theoretical lens.

Lastly, we demonstrated that supervisors have an important role to play in reducing the
personal and organizational costs of IPA as they can provide emotional and instrumental support
to help employees regain lost resources and cope with their work demands. By focusing on PSS

as a more proximal measure of organizational support, this study acknowledged the dynamic



nature of stress, whereby losses and gains in resources could alter the level of stress faced by
women who experience IPA.
4.2 Limitations and future research directions

While this study has made important contributions to prior work, it does have some
limitations that can be addressed in future research. First, the study used a cross-sectional
research design, which restricts the ability to ascertain causality. Cross-sectional studies do not
capture the extent to which IPA persists over time and the potential impact it has on long-term
employment. However, our propositions about the temporal ordering of the study variables were
based on established theory (Hobfoll, 1989) and prior work on the relationship between partner
aggression and work outcomes (O’Leary-Kelley et al., 2008; Tolentino et al., 2017). Itis
recommended that future research utilize a longitudinal design to further explore the long-term
effects of IPA on work-related outcomes.

Second, the use of a general measure of PSS, instead of a measure of PSS specific to
work-family conflict also warrants some discussion. Our four-item measure of PSS assessed a
more general perception of perceived support at work and as such does not capture specific
support for work-family conflict (Thomas & Ganster, 1995). Yet prior research has noted that
more specific supervisor work-family support, which is directed at facilitating the employee’s
ability to manage both work and family demands, is related to helping behaviors (Hammer,
Kossek, Yragui, Bodner, & Hanson, 2009). Examples of supervisor work-family support include
expressing care and empathy over employee’s work-family well-being, and providing more
access to information on the organization’s work-family policies. Indeed, a validation study
found work-family-specific supervisor support to be significantly related to reduced work-family

conflict compared to a general measure of supervisor support (Hammer et al., 2009). However,



an important consideration in using specific measures of PSS is that it may not necessarily
capture the domain of what is valued by a given employee since what is perceived as valuable
may vary depending on the employment context (Hobfoll, 2001). Given the exploratory nature of
our study, we believe it was appropriate to use a more general measure of PSS that would
capture broader perceptions of supervisor support.

Third, we focused on civic virtue behaviors as our measure of OCBs. Thus, the results of
our study only applies to withdrawing behaviors that indicate an active participation in
organizational life. However, our theorizing about the relationship between IPA, psychological,
distress, and OCB:s is applicable regardless of the OCB dimension used. Civic virtue is a relevant
dimension to focus on especially within the context of IPA among working women. Compared to
other forms of OCBs (e.g., altruism and courtesy), withdrawing civic virtue could have less
impact on the quality of social relationships at work as it is mostly directed towards the
organization (Robinson & Morrison, 1995). Furthermore, withdrawing from other forms may
have greater negative implications for longer-term employment like taking longer breaks
(opposite of conscientiousness) or always complaining about trivial matters (opposite of
sportsmanship). Withdrawing from the more obvious forms of OCBs may attract attention,
which women suffering from IPA try to avoid given the stigma associated with it (Kwesiga, Bell,
Pattie, & Moe, 2007). Women suffering from IPA are also motivated to maintain continued
employment as they consider workplaces as a “safe haven” providing them with financial and
social benefits (Rothman, Hathaway, Stidsen, & de Vries, 2007). This makes the more discrete
and covert behaviors associated with civic virtue a particularly attractive means of conserving

resources. Indeed, studies have shown that performing civic virtue behaviors are expected to a



lesser extent from women compared to men due to gender roles and stereotyping (Kidder, 2002;
Chiaburu, Sawyer, Smith, Brown, & Harris, 2014).

A fourth limitation is that the mean levels of IPA are low. However, this finding is
somewhat expected given that the participants in our sample are working women as opposed to
women in shelters or those seeking employment (Kelloway et al., 2006). An examination of the
frequency distribution of the means of IPA suggest that the participants reported a wide-range of
responses in which some participants reported moderate to high mean levels of IPA. While the
experience of IPA may have low incidence or low visibility because participants are less likely to
report them, its impact has profound implications for women’s well-being and safety and thus
requires continued scholarly attention.

Finally, the data were collected in the Philippines, which has a collectivist orientation
where people are largely concerned with preserving “face” of the family unit and keeping
personal information within the family (Restubog & Bordia, 2006). Thus, participants may be
reluctant to disclose partner aggression to third parties such as researchers and organizations
because they may perceive it as shameful (Sanchez-Hucles & Dutton, 1999). As such, the
sensitive nature of the survey is likely to result in under-reporting. However, the observed
frequency of IPA in our study is comparable to patterns found in other non-western studies (e.g.,
Babu & Kar, 2009; Hassan et al., 2004). Future research with participants from non-western
collectivist cultures could include an initial rapport-building session to discuss related issues in a
non-threatening environment to facilitate trust between the participants and researchers. As Yick
and Berthold (2005) suggested, fostering trust and credibility with participants is a strategy that
could potentially improve disclosure rates among participants.

4.3 Practical implications



Our results offer several implications for management practice. As our results suggest,
organizations can provide appropriate and desired support at the interpersonal level via
supervisors. They are the first point of contact when employees require direction, advice, and
support relating to their work. Thus, it would be helpful for supervisors to initiate open
discussions (e.g., via informal conversations) about the type of support employees need if and
when IPA becomes a concern. Indeed, prior work has found that the type of support desired by
women experiencing IPA varies depending on the stage of change in an abusive relationship
(Perrin et al., 2011). For instance, women who are uncertain about leaving an abusive
relationship prefer limited and highly confidential support (e.g., emotional support and
information about company policies against domestic violence) as opposed to more instrumental
forms such as legal or financial assistance. Concurrently, organizations can develop workplace
policies, such as zero-tolerance and mandatory reporting of IPA, as it shows employees that the
organization is supportive and willing to take an active stance towards tackling IPA. Seeking
external consultation from reputable employee assistance programs during the development of
appropriate organizational policies and programs can be potentially useful in helping
organizations navigate this traditionally domestic issue (Lindquist et al., 2010).

The findings of this study also highlight the need and importance to raise supervisors’
awareness of their potential to stigmatize IPA and its effects on victims’ work performance and
citizenship behavior. Supervisors’ willingness to provide support to IPA victims, especially in
the longer-term, may depend on their stigma of IPA. In a large number of cultures and work
environments, the stigma of being an IPA victim makes this issue a particularly difficult topic to
discuss (Menjivar & Salcido, 2002). Without sufficient awareness and understanding, some

supervisors may perceive that poor task performance, reduced citizenship behavior, and potential



risks to workplace safety (i.e., abusers turning up at work), are far too great and too difficult to
manage in the longer-term and thus find it easier to terminate abused women as opposed to
helping them. Indeed, a qualitative study of victims of domestic violence (Swanberg & Logan,
2005) showed disclosure of victimization to supervisors led to some short-term support, but that
fear and safety issues mitigated longer-term retention. Of those victims interviewed, 41%
reported that their supervisor terminated their employment and asked them to leave within the
previous 2-year period. They also reported that their supervisor’s reasons for termination
included poor attendance, excessive phone calls, poor job performance, and abusers showing up
to work. This underscores the importance of training supervisors to be more cognizant of their
bias against IPA and to be more pragmatic in terms of managing risks to third parties including
co-workers’ actual and felt safety. Lastly, organizations must raise awareness amongst their
employees regarding the negative spillover effects of IPA to the work domain. Awareness can
also be raised through internal communication, such as monthly newsletters and posters. Indeed,
Heijnders and VVan Der Meij (2006) found that these intervention strategies are effective in
modifying the environment around the stigmatized individual.
5. Conclusion

Despite our understanding of the detrimental effects of intimate partner aggression, it
remains to be a prevalent societal issue. Individuals spend a significant amount of time at work,
which means organizations are permeable to personal issues like IPA. Our study not only
provides empirical support to this notion, it also provided a theoretical basis for why this
spillover occurs. More importantly, we have shown that organizations (through supervisors) can
help victims cope with IPA by providing them a safe haven where they can replenish lost

resources. We wish to note that there are certainly limits to what organizations could do to help



IPA victims. As what O’Leary-Kelly and colleagues (2008, p. 71) have noted, it is an
“intransigent social problem with complex causes and multifaceted solutions”. However, as our
results have shown, simply providing assistance and support can make a difference. Indeed,
considering work and family issues in creating workplace policies is beneficial for both
organizations and employees (Galinsky & Bond, 1998). It is our hope that this study stimulates

further research on intimate partner aggression at work.



References
Allen, T. D. (2001). Family-supportive work environments: The role of organizational
perceptions. Journal of Vocational Behavior, 58, 414-435. doi:10.1006/jvbe.2000.1774
Ansara, D. L., & Hindin, M. J. (2009). Perpetration of intimate partner aggression by men and
women in the Philippines: Prevalence and associated factors. Journal of Interpersonal
Violence, 24, 1579-1590. doi:10.1177/0886260508323660
Babu, B. V., & Kar, S. K. (2009). Domestic violence against women in eastern India: A
population-based study on prevalence and related issues. BMC Public Health, 9, 129-144.
doi: 10.1186/1471-2458-9-129
Becker, T. E. (2005). Potential problems in the statistical control of variables in organization
research: A qualitative analysis with recommendations. Organizational Research
Methods, 8(3), 274-289. doi: 10.1177/1094428105278021
Beeble, M. L., Bybee, D., & Sullivan, C. M. (2010). The impact of resource constraints on the
psychological well-being of survivors of intimate partner violence over time. Journal of
Community Psychology, 38, 943-959. doi: 10.1002/jcop.20407
Bernardo, A. B. 1. (2007). Language in Philippine education: Rethinking old fallacies, exploring
new alternatives amidst globalization. In T. R. F. Tupas, (Re)making society: The politics
of language, discourse and identity in the Philippines (pp. 1-26). Quezon City: University
of the Philippine Press.
Borman, W.C., & Motowidlo, S.J. (1993). Expanding the criterion domain to include elements of
contextual performance. In N. Schmitt & W.C. Borman (Eds.), Personnel selection in

organizations (pp. 71-98). San Francisco: Jossey-Bass.



Browne, A. (1993). Violence against women by male partners: Prevalence, outcomes, and policy
implications. American Psychologist, 48, 1077-1087. doi: 10.1037/0003-
066X.48.10.1077

Campbell, J. C. (2002). Health consequences of intimate partner violence. The Lancet, 359,
1331-1336. doi: 10.1016/S0140-6736(02)08336-8

Capaldi, D. M., Knoble, N. B., Shortt, J. W., & Kim, H. K. (2012). A systematic review of risk
factors for intimate partner violence. Partner Abuse, 3, 231-280. doi: 10.1891/1946-
6560.3.2.231

Casper, W. J., Martin, J. A., Buffardi, L. C., & Erdwins, C.J. (2002). Work--family conflict,
perceived organizational support, and organizational commitment among employed
mothers. Journal of Occupational Health Psychology, 7, 99. doi: 10.1037/1076-
8998.7.2.99

Center for Disease Control and Prevention. (2003). Costs of Intimate Partner Violence in
Women’s Employment: Implications for workplace action. Atlanta, GA: National Center
for Inquiry Prevention and Control. Retrieved from
http://www.cdc.gov/violenceprevention/pdf/ipvbook-a.pdf.

Chen, Z., Powell, G. N., & Cui, W. (2014). Dynamics of the relationships among work and
family resource gain and loss, enrichment, and conflict over time. Journal of Vocational
Behavior, 84, 293-302. doi: 10.1016/j.jvb.2014.02.006

Chiaburu, D. S., Sawyer, K., Smith, T. A., Brown, N., & Harris, T. B. (2014). When civic virtue
isn’t seen as virtuous: The effect of gender stereotyping on civic virtue expectations for

women. Sex Roles, 70, 183-194. doi: 10.1007/s11199-014-0346-z



Chronister, K.M., Brown, C., O’Brien, K.M., Wettersten, K.B., Burt, M., Falkenstein, C., &
Shahane, A. (2009). Domestic violence survivors perceived vocational supports and
barriers. Journal of Career Assessment, 17, 116-131. doi:10.1177/1069072708325858

Cohen, S. (1980). Aftereffects of stress on human performance and social behavior: A review of
research and theory. Psychological Bulletin, 88, 82-108. doi: 10.1037/0033-2909.88.1.82

Derogatis, L. R. (1993). BSI Brief Symptom Inventory: Administration, scoring, and procedures
manual (4th ed.). Minneapolis, MN: National Computer Systems.

Dobash, R. P., Dobash, R. E., Cavanagh, K., & Lewis, R. (1998). Separate and intersecting
realities: A comparison of men’s and women’s accounts of violence against women.
Violence Against Women, 4, 382-414. doi: 10.1177/1077801298004004002

Eby, L. T., Casper, W. J., Lockwood, A., Bordeaux, C., & Brinley, A. (2005). Work and family
research in 10/OB: Content analysis and review of the literature (1980-2002), Journal of
Vocational Behavior, 66, 124-197. doi: 10.1016/j.jvb.2003.11.003

Ferguson, M., Carlson, D., Hunter, E. M., & Whitten, D. (2012). A two-study examination of
work—family conflict, production deviance and gender. Journal of Vocational Behavior,
81, 245-258. doi: 10.1016/j.jvb.2012.07.004

Follingstad, D. R. (2007). Rethinking current approaches to psychological abuse: Conceptual and
methodological issues. Aggression and Violent Behavior, 12, 439-458. doi:
10.1016/j.avb.2006.07.004

Franklin, C.A., & Menaker, T.A. (2012). Differences in education/employment status and
intimate partner victimization (Report No. 2012-02). Crime Victim’s Institute: Texas,

USA.



Fredrickson, B.L. (2001). The role of positive emotions in positive psychology: The broaden-
and-build theory of positive emotions. American Psychologist, 56, 218-226.

Galinsky, E., & Bond, J.T. (1998). The 1998 business work-life study. New York: Families and
Work Institute.

Garcia-Moreno, C., Pallitto, C., Devries, K., Stockl, H., Watts, C., & Abrahams, N.

(2013). Global and regional estimates of violence against women: Prevalence and health
effects of intimate partner violence and non-partner sexual violence. Geneva,
Switzerland: World Health Organization.

Goh, Z., Ilies, R., & Wilson, K. S. (2015). Supportive supervisors improve employees’ daily
lives: The role supervisors play in the impact of daily workload on life satisfaction via
work-family conflict. Journal of Vocational Behavior, 89, 65-73. doi:
10.1016/j.jvb.2015.04.009

Golding, J. M. (1999). Intimate partner violence as a risk factor for mental disorders: A meta-
analysis. Journal of Family Violence, 14, 99-132. doi: 10.1023/A:1022079418229

Grandey, A. A., & Cropanzano, R. (1999). The conservation of resources model applied to
work—family conflict and strain. Journal of Vocational Behavior, 54, 350-370. doi:
https://doi.org/10.1006/jvbe.1998.1666

Grandey, A., Foo, S. C., Groth, M., & Goodwin, R. E. (2012). Free to be you and me: A climate
of authenticity alleviates burnout from emotional labor. Journal of Occupational Health
Psychology, 17, 1-14. doi: 10.1037/a0025102

Halbesleben, J. R., Neveu, J. P., Paustian-Underdahl, S. C., & Westman, M. (2014). Getting to
the “COR”: Understanding the role of resources in Conservation of Resources

theory. Journal of Management, 40, 1334-1364. doi:10.1177/0149206314527130



Hammer, L. B., Kossek, E. E., Yragui, N. L., Bodner, T. E., & Hanson, G. C. (2009).
Development and validation of a multidimensional measure of family supportive
supervisor behaviors (FSSB). Journal of Management, 35, 837-856.
doi:10.1177/0149206308328510

Hassan, F., Sadowski, L. S., Bangdiwala, S. 1., Vizcarra, B., Ramiro, L., De Paula, C. S., Bordin,
I. A. S., & Mitra, M. K. (2004). Physical intimate partner violence in Chile, Egypt, India
and the Philippines. Injury Control and Safety Promotion, 11, 111-116. doi:
10.1080/15660970412331292333

Hayes, A. F. (2013). Introduction to mediation, moderation, and conditional process analysis: A
regression-based approach. New York: Guilford Press.

Heijnders, M., & Van Der Meij, S. (2006). The fight against stigma: An overview of stigma-
reduction strategies and interventions. Psychology, Health & Medicine, 11, 353-363. doi:
10.1080/13548500600595327

Heise, L., Ellsberg, M., Gottemoeller, M., Watts, C., Ndlovu, M., Maschke, K. J., & Sealey, K.
(1999). Ending violence against women. Population Reports. Series L: Issues in World
Health, 11. Retrieved from https://www.k4health.org/sites/default/files/L%2011.pdf

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing
stress. American Psychologist, 44, 513-524. doi: 10.1037/0003-066X.44.3.513

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in the stress
process: Advancing conservation of resources theory. Applied Psychology, 50, 337-421.

doi: 10.1111/1464-0597.00062



Hoffman, B. J., Blair, C. A., Meriac, J. P., & Woehr, D. J. (2007). Expanding the criterion
domain? A quantitative review of the OCB literature. Journal of Applied Psychology, 92,
555-566. doi: 10.1037/0021-9010.92.2.555

Hoobler, J.M., Wayne, S.J., & Lemmon, G. (2009). Bosses’ perceptions of family-work conflict
and women’s promotability: Glass ceiling effects. Academy of Management Journal, 52,
939-957. doi: 10.5465/AMJ.2009.44633700

Jewkes, R. (2002). Intimate partner violence: Causes and prevention. The Lancet, 359, 1423-
1429. doi: 10.1016/S0140-6736(02)08357-5

Kelloway, E. K., Barling, J., & Hurrell Jr, J. J. (Eds.). (2006). Handbook of workplace violence.
Thousand Oaks, CA: Sage Publications.

Kidder, D. L. (2002). The influence of gender on the performance of organizational citizenship
behaviors. Journal of Management, 28, 629-648. doi: 10.1177/014920630202800504

Kossek, E. E., Pichler, S., Bodner, T., & Hammer, L. B. (2011). Workplace social support and
work—family conflict: A meta-analysis clarifying the influence of general and work—
family-specific supervisor and organizational support. Personnel Psychology, 64, 289-
313. doi: 10.1111/5.1744-6570.2011.01211.x

Kwesiga, E., Bell, M. P., Pattie, M., & Moe, A. M. (2007). Exploring the literature on
relationships between gender roles, intimate partner violence, occupational status, and
organizational benefits. Journal of Interpersonal Violence, 22, 312-326. doi:
10.1177/0886260506295381

LeBlanc, M. M., Barling, J., & Turner, N. (2014). Intimate partner aggression and women’s
work outcomes. Journal of Occupational Health Psychology, 19, 399-412. doi:

10.1037/a0037184



Lindquist, C. H., McKay, T., Clinton-Sherrod, A. M., Pollack, K. M., Lasater, B. M., & Walters,
J. L. H. (2010). The role of employee assistance programs in workplace-based intimate
partner violence intervention and prevention activities. Journal of Workplace Behavioral
Health, 25, 46-64. doi: 10.1080/15555240903538980

Menjivar, C. & Salcido, O. (2002). Immigrant women and domestic violence common
experiences in different countries. Gender & Society, 16, 898-920. doi:
doi: 10.1177/089124302237894

Michel, J. S., Kotrba, L. M., Mitchelson, J. K., Clark, M. A., & Baltes, B. B. (2011). Antecedents
of work—family conflict: A meta-analytic review. Journal of Organizational Behavior,
32, 689-725. doi: 10.1002/job.695

Motowidlo, S. J., Packard, J. S., & Manning, M. R. (1986). Occupational stress: Its causes and
consequences for job performance. Journal of Applied Psychology, 71, 618-629. doi:
10.1037/0021-9010.71.4.618

O'Leary, K. D. (1999). Psychological abuse: A variable deserving critical attention in domestic
violence. Violence and Victims, 14, 3-23.

O'Leary-Kelly, A., Lean, E., Reeves, C., & Randel, J. (2008). Coming into the light: Intimate
partner violence and its effects at work. Academy of Management Perspectives, 22, 57-
72. doi: 10397623

Organ, D. W. (1988). Organizational citizenship behavior: The good soldier syndrome.
Lexington, MA: Lexington Books.

Perrin, N. A., Yragui, N. L., Hanson, G. C., & Glass, N. (2011). Patterns of workplace supervisor
support desired by abused women. Journal of Interpersonal Violence, 26, 2264-2284.

d0i:10.1177/0886260510383025



Podsakoff, P. M., MacKenzie, S. B, Lee, J. Y., & Podsakoff, N. P. (2003). Common method
biases in behavioral research: A critical review of the literature and recommended
remedies. Journal of Applied Psychology, 88, 879-903. doi: 10.1037/0021-9010.88.5.879

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., & Fetter, R. (1990). Transformational
leader behaviors and their effects on followers' trust in leader, satisfaction, and
organizational citizenship behaviors. The Leadership Quarterly, 1, 107-142. doi:
10.1016/1048-9843(90)90009-7

Raphael, J. (1996). Prisoners of abuse: Policy implications of the relationship between domestic
violence and welfare receipt. Clearinghouse Review, 30, 186-194.

Reeves, C., & O’Leary-Kelly, A. M. (2007). The effects and costs of intimate partner violence
for work organizations. Journal of Interpersonal Violence, 22, 327-344.
doi: 10.1177/0886260506295382

Restubog, S. L. D., & Bordia, P. (2006). Workplace familism and psychological contract breach
in the Philippines. Applied Psychology: An International Review, 55, 563-585. doi:
10.1111/j.1464-0597.2006.00245.x

Restubog, S. L. D., Bordia, P., & Tang, R. L. (2006). Effects of psychological contract breach on
performance of IT employees: The mediating role of affective commitment. Journal of
Occupational and Organizational Psychology, 79, 299-306. doi:
10.1348/096317905X53183

Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective commitment to the organization:
The contribution of perceived organizational support. Journal of Applied Psychology, 86,

825-836. doi: 10.1037/0021-9010.86.5.825



Robinson, S. L., & Morrison, E. W. (1995). Psychological contracts and OCB: The effect of
unfulfilled obligations on civic virtue behavior. Journal of Organizational Behavior, 16,
289-298. doi: 10.1002/job.4030160309

Romans, S., Forte, T., Cohen, M. M., Du Mont, J., & Hyman, 1. (2007). Who is most at risk for
intimate partner violence? A Canadian population-based study. Journal of Interpersonal
Violence, 22, 1495-1514. doi: 10.1177/0886260507306566

Romito, P., Turan, J. M., & De Marchi, M. (2005). The impact of current and past interpersonal
violence on women's mental health. Social Science & Medicine, 60, 1717-1727. doi:
10.1016/j.socscimed.2004.08.026

Rothman, E. F., Hathaway, J., Stidsen, A., & de Vries, H. F. (2007). How employment helps
female victims of intimate partner violence: A qualitative study. Journal of Occupational
Health Psychology, 12, 136. doi: 10.1037/1076-8998.12.2.136

Saltzstein, A. L., Ting, Y., Saltzstein, G. H. (2001). Work-family balance and job satisfaction:
The impact of family-friendly policies on attitudes of federal government
employees. Public Administration Review, 61, 452-467. doi: 10.1111/0033-3352.00049

Sanchez-Hucles, J. & Dutton, M. (1999). The interaction between societal violence and domestic
violence: Racial and culture factors. In M. Harway & J. M. O’Neil (Eds.), What causes
men’s violence against women? (pp. 183-204) Thousand Oaks, CA: Sage.

Selvarajan, T. T., Cloninger, P. A., & Singh, B. (2013). Social support and work—family conflict:
A test of an indirect effects model. Journal of Vocational Behavior, 83, 486-499. doi:
10.1016/j.jvb.2013.07.004

Shanock, L. R., & Eisenberger, R. (2006). When supervisors feel supported: Relationships with

subordinates' perceived supervisor support, perceived organizational support, and



performance. Journal of Applied Psychology, 91, 689-695. doi: 10.1037/0021-
9010.91.3.689

Shoss, M., Eisenberger, R., Restubog, S. L. D., & Zagenczyk, T. J. (2013). Blaming the
organization for abusive supervision: The roles of perceived organizational support and
supervisor’s organizational embodiment. Journal of Applied Psychology, 98, 158-168.
doi: 10.1037/a0030687

Stith, S. M., Smith, D. B., Penn, C. E., Ward, D. B., & Tritt, D. (2004). Intimate partner physical
abuse perpetration and victimization risk factors: A meta-analytic review. Aggression and
Violent Behavior, 10, 65-98. doi: 10.1016/j.avb.2003.09.001

Straus, M. A. (1990). The Conflict Tactics Scale and its critics: An evaluation and new data on
validity and reliability. In M. A. Straus & R. J. Gelles (Eds.), Physical violence in
American families: Risk factors and adaptations to violence in 8,145 families (pp. 49-73).
New Brunswick, NJ: Transaction Publishers.

Straus, M. A., Gelles, R. J., & Steinmetz, S. K. (1982). Behind closed doors: Violence in the
American family. New York: Anchor Books.

Straus, M. A., Hamby, S. L., Boney-McCoy, S., & Sugarman, D. B. (1996). The revised conflict
tactics scales (CTS2): Development and preliminary psychometric data. Journal of
Family Issues, 17, 283-316. doi: 10.1177/019251396017003001

Swanberg, J.E., & Logan, T.K. (2005). The effects of intimate partner violence on women’s
labor force attachment: Experiences of women living in rural and urban Kentucky.

Journal of Occupational Health Psychology, 10, 3-17. doi: 10.1037/1076-8998.10.1.3



Swanberg, J.E, Logan, T. K., & Macke, C. (2005). Intimate partner violence, employment, and
the workplace: Consequences and future directions. Trauma, Violence, & Abuse, 6, 286-
312. doi: 10.1177/1524838005280506

Swanberg, J.E., Macke, C., & Logan, T. K. (2007). Working women making it work: Intimate
partner violence, employment, and workplace support. Journal of Interpersonal
Violence, 22, 292-311. doi: 10.1177/0886260506295387

Sylaska, K. M., & Edwards, K. M. (2014). Disclosure of intimate partner violence to informal
social support network members: A review of the literature. Trauma, Violence, &
Abuse, 15, 3-21. doi: 10.1177/1524838013496335

ten Brummelhuis, L. L., & Bakker, A. B. (2012). A resource perspective on the work—home
interface: The work—home resources model. American Psychologist, 67, 545. doi:
10.1037/a0027974

Thomas, L. T., & Ganster, D. C. (1995). Impact of family-supportive work variables on work-
family conflict and strain: A control perspective. Journal of Applied Psychology, 80, 6-
15. doi: 10.1037/0021-9010.80.1.6

Thompson, M. P., Kaslow, N. J., Kingree, J. B., Rashid, A., Puett, R., Jacobs D., & Matthews, A.
(2000). Partner violence, social support, and distress among inner-city African American
women. American Journal of Community Psychology, 28, 127-143. doi:
10.1023/A:1005198514704

Tjaden, P., & Thoennes, N. (2000). Prevalence and consequences of male-to-female and female-
to-male intimate partner violence as measured by the National Violence against Women

Survey. Violence Against Women, 6, 142-161. doi: 10.1177/10778010022181769



Tolentino, L. R., Garcia, P. R. J. M., Restubog, S. L. D., Scott, K. L., & Aquino, K. (2017). Does
domestic intimate partner aggression affect career outcomes? The role of perceived
organizational support. Human Resource Management, 56, 593-611. doi:
10.1002/hrm.21791

Watkins, L. E., Jaffe, A. E., Hoffman, L., Gratz, K. L., Messman-Moore, T. L., & DiLillo, D.
(2014). The longitudinal impact of intimate partner aggression and relationship status on
women’s physical health and depression symptoms. Journal of Family Psychology, 28,
655. doi: 10.1037/fam0000018

Williams, L. J., & Anderson, S. E. (1991). Job satisfaction and organizational commitment as
predictors of organizational citizenship and in-role behaviors. Journal of
Management, 17, 601-617. doi: 10.1177/014920639101700305

Yick, A. G., & Berthold, S. M. (2005). Conducting research on violence in Asian American
communities: Methodological issues. Violence and Victims, 20, 661-677. doi:

10.1891/0886-6708.20.6.661



Intimate Partner
Aggression

Perceived
Supervisor
Suppeort

Psychological
Distress

Figure 1. The proposed theoretical model

A 4

Task Performance

A 4

Organizational
Citizenship
Behaviors




Table 1. Means, standard deviations, and zero-order correlations among the study variables.

Variable M | SD | 1 2 3 5 6 8 10 11 | 12
1. Employe | 36. | 7.1 -
e’s age 76 2
2. Employe | 1.1 | 42| 01} -
e’s 1
employm
ent
3. Employe | 1.8 | .43 |19*% - -
e’s 6 18
educatio fol
n
4. Number 1.7 | .65|-02| .04| -.14*
of 5
children
5. Partner’s | 39. 7.3 |85** -.01| .26** -
age 32 3
6. Partner’s | 1.9 | .33 | .09| -.11| .28** A1 -
educatio | 4
n
7. Partner’s | 1.1 | .32 | .11] .11| -.08 A3
employm | 1 .02
ent
8. IPA 76 | 97 |-.07 .01| -.14* -.03 (.95)




0 071 .0
9 5
9. Psycholo | 2.7 | 1.2 |- -03| -17*| 0| - - - 19* | (.92)
gical 0 1 [32*% 9 28% | 11| 1 *
distress * 3
10. PSS 55 | 1.1 |19*% -.02| .23*% - A6* | 11| 0| - - (.95)
2 1 A 9 24* | 39*
1 ok *x
11. Task 57 | 1.0 |19*% -12| .16*| - A2 0 .14 0 |- - 50* | (.96)
performa | 2 9 .0 * 2 36* | .38* | **
nce 6 *x *x
12. OCBs 56 | 12| .08 -.05| .14* - 08.11| 0|- - A41* | .68* | (.9
4 6 A 6 23% | 32* | ** ** 2)
0 *x *x

Note. N = 228. Reliability coefficients appear in parentheses in the main diagonal. IPA = intimate
partner aggression; PSS = perceived supervisor support; OCBs = organizational citizenship behaviors.

*p < .05, **p < .01, ***p < .001.



Table 2. Estimates and bias-corrected bootstrapped 95% confidence intervals at + 1 standard

deviation of PSS.

Supervisor-rated task Supervisor-rated OCBs
performance
Level of PSS IE (SE)? Cl IE (SE)® Cl
-1 SD PSS -.05 (.03) -10to-.01 -.06 (.03) -.12 t0 -.02
+1 SD PSS -01(.02)| -.05t0.01 .01 (.02) -.0510.02

? Bootstrapped estimates and the standard errors of the conditional indirect effects are presented.
Note. IE = indirect effect; SE = standard error; Cl = confidence interval; PSS = perceived

supervisor support; OCBs = organizational citizenship behaviors.



Highlights

e Intimate partner aggression (IPA) is negatively associated with job performance.
e Psychological distress mediates the IPA-work outcomes relationship.

e Perceived supervisory support moderated the mediated relationships.



