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Abstract

This study aims to test the effect of work-family and family-work conflict on job
performance, turnover intention, and job satisfaction. It employed a sample of 334 dual-
roles women in four Indonesian banks and analyzed the six proposed hypotheses by using
Structural Equation Modeling. The major findings are: [1] work-family conflict (WFC)
affects job satisfaction negatively and significantly, [2] family-work conflict (FWC)
encourages married and working women to have higher intention of leaving their job
significantly, and [3] in the context of job performance, both conflicts have similar effects;
however, only family-work conflict has a significant influence. Supportive working
environment and flexible working schedule may play an important role to minimize the
unfavorable effects of these conflicts. This study contributes to building the existing
knowledge base on dealing with dual-roles conflict in the workplace for strategic human-
resource management.

Keywords: work-family conflict, job performance, turnover intention, job satisfaction,
Indonesia

Introduction shows an increasing number of dual-

career women. Those are independent

Indonesia is experiencing a significant
working-age population growth in which
30% of 53 million labor forces are women
(Ministry of Manpower and
Transmigration, 2014). These data reveal
at least two sides, first, they indicate a
positive economic development; and
second, nowadays women are actively
involved in the world of work either to
pursue their personal career or to support
their family wealth. This situation also

career women in the workplace and
active-responsible wives/mothers at their
family.

Unfortunately, this current world of
work’s phenomenon generates
unintentionally a balance conflict of roles
and responsibilities as a career woman
and a wife/mother (Karatepe and Kilic,
2007). There are two types of conflict.
First, work-family conflict (WFC) occurs
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when the job-demands interfere in the
family responsibilities, for example, due to
long laboring hours and work overload, a
mother has missed her children birthday
party. Second, family-work conflict (FWC)
occurs when family responsibilities clash
with one’s job responsibilities, for
instance, having a meeting with her
children’s teacher, a mother has
overlooked an important business
meeting at her office (Netemeyer et al,
1996). WFC and FWC simply happen
when someone is unable to balance and
arrange her time or energy to meet both
her roles and responsibilities.

Those phenomena often affect the hiring
considerations or decisions, raise a doubt
of role-balancing ability, and trigger a
prejudice on one’s job performance,
probable turnover intention, and job
satisfaction. Netemeyer et al (2004)
argued that both work-family conflict and
family-work conflict tend to likely have an
influence on job satisfaction, turnover
intention, and also job performance. The
increasing conflicts that happened either
at work or at family, logically, would
reduce mind-concentration, trigger stress,
depression, dissatisfaction, and even
underperformed work, and most possibly
drive to change and move to another job.

McElwain et al. (2005) argued that an
increasing number of career women and
dual-earner families are some triggered
factors of work-family conflict or family-
work conflict. Many scholars have found
these kinds of conflicts in various
organization contexts, such as in hotels
industry (Carlson and Kacmar, 2000;
Karatepe and Baddar, 2006; Karatepe and
Sokmen, 2006; Karatepe and Kilic, 2007;
Karatepe and Uludag, 2008; Namasivayam
and Zhao, 2007; Zhao and Namasivayam,
2012), furniture manufacturers (Boyar et
al, 2005), and hospitals (Anafarta, 2011;
Cortese et al, 2010). Other researchers
found similar conflicts in fast-food
restaurants (Fong and Cheung, 2013),
retail industry (Patel et al, 2006), intranet
organizations (Haar, 2008), public
organizations (Calvo-Salguero et al,
2010), hardware business,
telecommunications and information
technology, hotel and catering, travel

services, and education (Rantanen et al,
2011), and many more. It reveals that
handling and managing effectively this
conflict is an important and strategic
human-resource development.

Even though many studies have explored
and discussed the WFC and FWC, there
are still gaps to be bridged and
scientifically enriched. This study aims to
examine the effect of work-family and
family-work conflict on job performance,
turnover intention, and job satisfaction.
By having such objective, this paper
specifically  contributes in  several
important aspects. Firstly, it is to offer
more evidence on the inconclusive
findings of the effects of WFC and FWC on
employee’s outcomes (i.e. job satisfaction,
turnover intention, and job performance)
as stated in prior studies (Eby et al, 2005;
Netemeyer et al, 2004; O’Driscoll et al,
2004). For example, the research of
Karatepe and Baddar (2006) found a
significant and negative relationship
between  work-family conflict and
satisfaction, either family satisfaction or
life satisfaction. Karatepe and Kilic (2007)
also discover that WFC affects negatively
and insignificantly job performance.
Meanwhile, related to turnover intent,
Karatepe and Kilic (2007) find that FWC
does not affect the frontline employees’
turnover intention positively, thus, they
do not agree with Karatepe and Sokmen'’s
(2006) research findings. Secondly, there
is a limited study of the conflicts that
utilize banks’ employees as the sample
(banking industry), in which a significant
number of dual-role women are working
in Indonesia. Thirdly, in this study, we
develop a structural equation model
(SEM) to measure the influence of both
WFC and FWC on job satisfaction, job
performance, and turnover intention. The
use of SEM approach provides more
sophisticated and reliable findings.

The study discusses the relevant theories,
reviews the literatures, and develops the
hypotheses in Section 2. Section 3
presents the research methodology and
data while Section 4 reveals the empirical
findings and discussions. Finally, Section 5
provides the conclusion and
recommendation.
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Literature Review And Hypotheses

This study centers on two main relevant
theories, which are work-family conflict
and family-work conflict. Those theories
specifically discuss the role-pressure
domain, whether from work or family.

Work-Family Conflict and Family-Work
Conflict

Work-family conflict (WFC) is a “form of
inter-role conflict in which the role
pressures from the work and family
domains are mutually incompatible in
some respect. That is, participation in the
work (family) role becomes more difficult
due to virtue of participation in the family
(work) role” (Greenhaus and Beutell,
1985). WFC occurs when there is a
discrepancy between real situation and
people’s expectation that will disturb and
decrease their role’s performance at work
or family (Greenhaus et al, 2006). In
addition, WFC is conceptualized as the
consequence of “resources being lost in
the process of juggling both work and
family roles” (Grandey & Cropanzano,
1999). Furthermore, Trachtenberg et al
(2009) argued that WFC was a term “used
to illustrate the competition between
one’s professional role and one’s personal
and family life." The work-family conflict
is also considered as a bi-directional
conflict. It is divided into two main
concepts. First, work can be interfered by
family (WIF) and second, family can be
interfered by work (FIW) (Frone et al,
1992).

Conceptually, there is a contrary concept
between work-family conflict (WFC) and
family-work conflict (FWC) while they are
actually related in terms of inter role
conflict (Frone et al., 1992; Netemeyer et
al.,, 1996). WFC refers to “a form of inter
role conflict in which the general demands
of time devoted to and strain created by
the job, interfere with performing family-
related responsibilities." Meanwhile, FWC
refers to “a form of inter role conflict, in
which the overall demands of time
devoted to and strain created by the
family, interfere with performing work-
related responsibilities” (Netemeyer et al.,
1996). In other words, WFC happens

when someone is unable to do his or her
work activities because of his or her
family responsibilities, whereas FWC
happens when family activities interfere
with work responsibilities.

Job Satisfaction

Locke (1969) argues that job satisfaction
is “a pleasurable emotional state that
results from an individual appraisal of
one’s job." According to Brief (1998), job
satisfaction is “an internal state that is
expressed by  affectively  and/or
cognitively evaluating an experienced job
with some degree of favor or disfavor."
Spector (1997) defines job satisfaction as
an attitude that related with the level to
which people like or dislike their job, feel
satisfied or not with their work
performance. Negative attitude reflects a
despicable level of job satisfaction that
will lead to absenteeism, turnover intent,
and also low productivity. On the other
hand, worker’s commitment, loyalty and
high productivity are the results of
positive attitude and high level of job
satisfaction.

Ivancevich et al. (1997) argue that job
satisfaction relates to the employees’
reaction and perception about their job
responsibility and expectation regarding
the organization’s feedback to what they
have done. As a consequence, employees’
job satisfaction connects with the pleasure
and contentment that they receive from
their job and organization as well. Diaz-
Serrano and Cabral Vieira (2005) defined
the concept about job satisfaction as the
overall feeling or emotional expression
that would influence employees’ decision
to stay or to leave a job and move to
another more satisfying job (Gazioglu and
Tansel, 2006). Employees, who feel
satisfied with their job, will have good
commitment and loyalty to the
organization and, on the other hand,
intention to leave will increase as they are
dissatisfied with their job.

Turnover Intention
According to Berndt (1981), turnover

intention is the employee’s statements or
actions regarding a specific behavior of
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interest. Turnover intention indicates the
possibility and also willingness of the
individual/employee to change and move
their job to another job or organization
within a certain period (Souse-Poza and
Henneberger, 2004). Similarly, turnover
intention is an employee’s aspiration to
find a new better job, because of their
dissatisfaction with the present job.
Therefore, this intention to leave reflects
an active employee’s evaluation and
observation on job alternatives. It also
becomes a problem indicator, whether it
happens inside the employee’s life or the
organization one. Tett and Meyer (1993)
support this exposition by stating
turnover intention as the employee’s
awareness and propensity to desist and
leave the organization.

Job Performance

Job performance is defined as “the level of
productivity of an individual employee,
relative to his or her peers, on several job-
related behaviors and outcomes” (Babin
and Boles, 1998). In terms of organization
context, employees with high
performance usually get promotions more
easily. They also have better career
opportunities than others with low
performance (VanScotter et al, 2000).
Moreover, in their research model,
Christen et al. (2006) argued that
employees’ effort and ability determined
the level of job performance. They also
claim a different concept of effort and
performance, which is an input to work
while job performance is an output from
those efforts. Generally, job performance
is related to the employees’ ability to
carry out their job well or not. If they
perform highly, it means they feel satisfied
with what they have finished, and the
probability to turnover becomes lower. On
the contrary, an employee with poor
performance is normally dissatisfied with
their job, which leads to an increased

turnover intention (Tuten and
Neidermeyer, 2004).
Hypothese

Work-Family Conflict and  Job
Satisfaction

In most of the studies, work-family
conflict has a significant and negative

influence on the employees’ job
satisfaction (Frone et al., 1992; Netemeyer
et al., 1996; Boles et al,, 1997; Carly et al,,
2002; Wayne et al., 2004; Kinnunen et al,,
2006; Karatepe and Kilic, 2007; Calvo-
Salguero et al,, 2010; Carlson et al.,, 2010;
Zhao and Namasivayam, 2012). Those
prior studies revealed that interferences
between work activities and family
responsibilities finally would create job
dissatisfaction, bring employees to dislike
their job, and lead to underperforming job
quality. The research of Karatepe and Kilic
(2007) also reported that work-family
conflict would decrease frontline’s job
satisfaction in Northern Cyprus hotels.
These findings were confirmed by the
statement “excessive workloads have
hampered my efforts to meet family
needs” which has driven to a lower job

satisfaction (WIF - work interfered
family). On the contrary, those scholars
also mentioned the FIW - family

interfered work, which happens when
employees’ family roles create restriction
for them to do their work tasks. It also will
trigger job dissatisfaction (Zhao and
Namasivayam, 2012). Therefore, based on
those arguments, the first hypothesis is:
Hi: Work-family conflict has a negative
influence on job satisfaction.

Family Work Conflict and Job
Satisfaction

In line with work-family conflict, many
researchers argued that family-work
conflict had a significant and negative
influence on job satisfaction (Netemeyer
et al,, 1996; Carly et al., 2002; Carlson et
al, 2010), family satisfaction (Karatepe
and Baddar, 2006; Wayne et al., 2004),
and marital satisfaction (Kinnunen and
Mauno, 1998). Karatepe and Sokmen
(2006) supported this adverse influence
of family-work conflict on job satisfaction
by testing frontline employees in three,
four, and five star-category hotels located
in Ankara (Turkey) as the sample.
Furthermore, employees, who could not
dispense their time to fulfill family needs,
would lead to high level of disruption, not
only at home but also at the office. Since
family and works are critical things for
people, especially for adult, these conflicts
will  finally give significant and
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unfavorable influence, either on family or
job satisfaction (Karatepe and Kilic, 2007).
Therefore, based on those arguments, the
second hypothesis is: H;: Family-work
conflict has a negative influence on job
satisfaction.

Work-Family Conflict and Turnover
Intention

Many researchers have reported many
findings of the influence of work-family
conflict on the employees’ turnover
intention (Netemeyer et al., 1996; Boyar
et al, 2003; Kinnunen et al, 2004;
Mesmer-Magnus and Viswesvaran, 2005;
Karatepe and Baddar, 2006; Karatepe and
Uludag, 2008). They suggest that there
was a significant and positive influence
between those two variables, meaning if
conflicts either work-family conflict or
family-work conflict increased, then an
elevated turnover intention level would
follow. The research of Karatepe and
Baddar (2006) supported this argument.
They found W-FCON (work-family
conflict) and F-WCON (family-work
conflict) were positively related to
frontline employees’ TURNINT (turnover
intention). Furthermore, a previous study
by Blomme et al. (2010) found that both
WEFC and organizational support are the
predictors of employee turnover intention
in the hospitality industry. Therefore,
based on those arguments, the third
hypothesis is: H3: Work-family conflict has
a positive influence on turnover intention.

Family-Work Conflict and Turnover
Intention

Similarly with work-family conflict, the
influence of family-work conflict on
turnover intention also becomes an
interesting topic for many studies (Boyar
et al., 2003; Mesmer-Magnus et al., 2005;
Karatepe and Baddar, 2006; Karatepe and
Uludag, 2008). As explained before, the
influence of family-work conflict and
turnover intention is in the same
direction. It means an increasing of one
variable would go along with the other
variable. Meanwhile, Karatepe and Uludag
(2008) in their research also proved this

connection between the two variables.
They showed that both work-family
conflict and family-work conflict were
positively related to frontline employees’
turnover intentions. Therefore, based on
those arguments, the fourth hypothesis is:
H4: Family-work conflict has a positive
influence on turnover intention.

Work-Family Conflict, Family-Work
Conflict and Job Performance

Generally, in developing countries, there
are two variables (i.e. work-life conflict
and job overload) connected to works
giving significant effect on employees’
performance (Ashfaq et al.,, 2013). Those
variables (i.e. work-life conflict and job
overload) also related to long working
hours that need a high level of energy to
fulfill. It is connected with job demand
exceeding human ability (-employees have
to do many tasks with a very limited time-
). It deals with the request from
organization to do hard and fast work, and
many other things, at the end; it will drive
unfavorable reactions, such as stress,
tardiness, dissatisfaction, or
nonattendance behaviors (Boyar et al,
2005). To analyze these issues, there are
several studies striving to find out the
valid influence and also give an empirical
support to those conflicts on job
performance, although still in a limited
number (Netemeyer et al, 1996). For
example, the research of Patel et al
(2006) rejects the relationship between
family-work conflict and job performance.
On the contrary, Ashfaq et al. (2013)
reported that employees’ performance
was affected by work-life conflict and
work overload in the banking sector.
Therefore, based on those arguments, the
fifth and sixth hypotheses are: Hs: Work-
family conflict has a negative influence on
job performance; He: Family-work conflict
has a negative influence on job
performance.

There are six proposed hypotheses that
can be summarized in the following
research model (Figure 1).
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Hs (+)

Ha (+)

Hs (-)

He () x I

Figurel: Research Model

Method

This study employed 334 banks’
employees as the sample in four
Indonesian banks, which are two
public/government-owned banks
(Mandiri and BNI) and two private-owned
ones (Citibank and BII). The study asked
respondents to fill in and answer the
questionnaire in order to find out whether
their works’ pressure will drive conflict at
home or their family problems will create
disturbance at work. Then, the study
analyzes whether these conflicts will
affect employees’ job  satisfaction,
turnover intention, and job performance
or not.

In this study, work-family and family-
work conflicts are independent variables.
There are five items used to measure each
conflict adapted from Boles et al. (2001).
To measure the first dependent variable,
job satisfaction, this study adopted the
Elerina Maria’s (2008) nine items. For
turnover intention, it utilized three items
that were developed by Allen and Meyer
(1990). Finally, the last dependent
variable (job performance) was
operationalized by seven items of
Williams and Anderson’s (1991) research.
All the variables used five-point Likert-
type scales (from 1: strongly disagree to 5:
strongly agree).

Table 1; Inter-correations

Constructs | Mean | Std.Dev. (1) (2) (3) (4) (5)
(1) WFC 2.34 0.799 1 - - - -
(2) FWC 2.15 0.618 0.584** 1 - - -
(3) IS 3.71 0.566 -0.480** -0.349** 1 - -
(4) ITL 2.47 1.096 0.419** 0.408** -0.516** 1 -
(5) JP 4.47 0.692 -0.309** -0.272** 0.350** -0.161* 1

Note: ** p < 0.01; * p < 0.05; WFC = work-family conflict; FWC = family-work conflict; ]S
=job satisfaction; ITL = intention to leave; JP = job performance

The correlation of independent variables,
i.e. work-family and family-work conflicts,
reveals that there is no severed
multicollinearity, due to the fact that the

value (0.584) is still below the maximum
value (0.80), which indicates the existence
of multicollinearity (Gujarati, 1995). The
significant and negative correlation
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between both WFC and FWC with job
satisfaction implies an increase of those
conflicts will decrease employees’
satisfaction. Furthermore, the correlation
between those conflicts with the intention
to leave shows a considerable possibility
for an employee to leave their job if they
have frequently conflicted with their job

or with their family. Meanwhile,
employees’ performance will also
decrease if their conflicts at office/family
arise, as shown by the negative and
significant correlation between both types
of conflicts with job performance (Table
1).

Table 2: Test of Construct’s Validity and Reliability

Construct Item Cronbach Alpha Factor Loading
Work-Family WEFC1 0.771
Conflict WFC2 0.885

WEC3 0.891 0.839
WEC4 0.848
WEC5 0.831
Family-Work FWC1 0.830
Conflict FWC2 0.504
FWC3 0.709 0.881
FWC4 0.739
Job Satisfaction JS1 0.639
JS2 0.656
JS3 0.643
]S4 0.709
JS5 0.860 0.680
JS6 0.686
JS7 0.709
JS8 0.689
JS9 0.797
Intention to Leave ITL1 0.913
ITL2 0.894 0.939
ITL3 0.883
Job Performance JP1 0.897
JP2 0.917
JP3 0916 0.893
JP4 0.872

Table 2 presents the results of constructs’
validity and reliability test. This study
applied factor analysis to test each
construct’s validity and proceeded with
the estimation of reliability (alpha) of each
variable. The factor analysis procedure
followed the work of Tabachnick and
Fidell (1996) in which the study repeated
the procedure until there were no invalid
statement-items according to the criteria
set out in SPSS 20. An item would be
retained if the factor loading was equal to
or greater than 0.5. After the validity test,
this study examined the variable

reliability by using the Cronbach's Alpha.
It was to test the consistency of the overall
respondents in answering the statement-
items of a particular variable. The
Cronbach's Alpha value should be
commonly bigger than 0.6. The greater
value of Cronbach's Alpha is the better
reliability of the variables. From the
validity test, there are four invalid items:
one item of family-work conflict (FWC5)
and three items of job performance (JP5,
JP6, JP7), while other constructs are
reliable.
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Table 3: Fit Indices for the Measurement Model

Fit Index This Study Recommended Source
Values

Df 3
X> 26.720
x?/ df 8.907 <3.00 Gefen et al. (2000)
GFI 0.942 > 0.90 Hoyle (1995)
AGFI 0.710 > 0.80 Chau & Hu (2001)
CFI 0.868 > 0.90 Bagozzi & Yi (1988)
RMSEA 0.223 <0.08 Browne & Cudeck (1993)
TLI 0.560 >0.90 Bagozzi & Yi (1988)
RMR 0.026 <0.08 Arbuckle (2005)
NFI 0.859 >0.90 Hair et al. (1998)

This study employed Structural Equation
Modeling (SEM) with Amos 20.0 to test
the hypothesized relationship among
variables. The SEM enables a researcher
to estimate simultaneously the multiple
regression equations in a single
framework, and examine the interrelated
relationship, both direct and indirect
relationship between several latent
constructs in the same decision context
(Hair et al, 2006). The measurement
model indices reveal that the proposed
model generally is fit and parsimony.
Thus, the fit test results confirm that all
variables can be tested and measured in
the proposed model (Table 3).

Findings and Discussion

Figure 2 shows the hypotheses testing’s
results. In this study, the result of the first
hypothesis test reveals the negative
influence of work-family conflict on job
satisfaction (f =-0.438; p < 0.01). In other
words, employees with work-family
conflict will have a lower level of job
satisfaction. It supports the works of
Frone et al. (1992), Netemeyer et al

(1996), Boles et al. (1997), Carly et al
(2002), Wayne et al. (2004), Kinnunen et
al. (2006), Karatepe and Kilic (2007),
Calvo-Salguero et al. (2010), Carlson et al.
(2010) and Zhao and Namasivayam
(2012). It shows that employees’ role
conflict at work is destructive and creates
job dissatisfaction for them.

This finding is contrary to the rejection of
the second hypothesis (f = -0.163; p >
0.1). It reveals that family-work conflict
does not give significant and negative
effect on the employees’ job satisfaction.
This result does support the prior findings
of Netemeyer et al. (1996), Carly et al
(2002), and Carlson et al (2010).
Logically, employees who have problems
with their family become more emotional
do not have any mind-concentration and
even stress, then it will reduce their job
satisfaction. However, for an employee
who is work-oriented (workaholic) and
has a high professionalism with her work,
she would try to focus and finish the
duties; afterwards it directly leads to
increased job satisfaction.
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-0.43g+*

Note: ***p< 0.01 **p< 0.05 *p< 0.1

Figure 2: Hypotheses Testing

For the third hypothesis test, the result
shows that work-family conflict does not
affect turnover intention (f = 0.160; p >
0.1), then the study rejects the third
hypothesis. This result describes that
work-family conflict, which is triggered by
work pressure, does not give any
influence on whether an employee would
like to move and find another job or not.
The findings are not in line with the prior
studies of Netemeyer et al. (1996), Boyar
et al. (2003), Kinnunen et al. (2004),
Mesmer-Magnus and Viswesvaran (2005),
Karatepe and Baddar (2006), and
Karatepe and Uludag (2008). Employees
perceive work pressure as a challenge for
them, and it should be handled wisely. In
addition, they consider work competition
and pressure as a chance to get a new
better job.

On the contrary, the fourth hypothesis
found that family-work conflict has a
positive and significant effect on the
turnover intention (f = 0.360; p < 0.05).
As conflict at home increased then the
intent to turnover would also upsurge. It
supports the prior studies of Boyar et al.
(2003), Mesmer-Magnus and Viswesvaran
(2005), Karatepe and Baddar (2006), and
Karatepe and Uludag (2008). However, an
employee, who gets family pressure,
generally decides to move to other jobs

because of some considerations, such as
family-oriented workers who attempt to
balance their dual-roles. If they could not
manage and balance their family
responsibilities, then it would be better
for them to move and find new jobs.

The test of the fifth hypothesis
demonstrates that there is no effect of
work-family conflict on job performance
(B = -0.114; p > 0.1). This result reveals
that employees are still committed to their
work responsibilities, although they have
to balance their dual-roles either at work
or at family. The finding is not in line with
the works of Netemeyer et al. (1996) and
Boyar et al, (2005). In contrary to the
sixth hypothesis, the finding indicates a
negative and significant influence of
family-work conflict on job performance
(B = -0.305; p < 0.05). Employees’ family
conflicts will trigger them to become out
of focus with their job and finally they
affect their job performance.

These empirical findings lend some
important business implications. Since the
sample is dual-roles women in banking
industry, which is one of the main
involved-working women sectors, special
attention for relaxing the pressure is a
must. Banks as involved-organizations
could provide some supports for their
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employees, such as setting child-
care/playgroup facilities for women with
early-age children, flexible work schedule,
and supportive working environment. On
the other side, the government could offer
important support to working women by
regulating special leave for married-
working men to part in family activities,
such as paternity and child sick leave.
Human-resource banking practices should
be more selective and proactive in
designing job assignment and position
between single and married women. A fit
arrangement considering marital and
family status would generate reduced
pressure and conflict between work and
family for dual-roles women.

Conclusion

This study examines the effect of work-
family and family-work conflict on job
performance, turnover intention, and job
satisfaction. By using a sample of 334
dual-roles women in four Indonesian
banks and analyzing the six proposed
hypotheses, it found some important
results. Work-family conflict (WFC) affects
job satisfaction negatively and
significantly, meanwhile, family-work
conflict (FWC) does not influence
considerably. FWC encourages married
and working women to have higher
intention of leaving their job significantly.
On the other side, WFC does the same
insignificantly. In the context of job
performance, both conflicts have similar
effects; however, only family-work conflict
has a significant influence.

The empirical findings may not be
generalized to other sectors/industries or
countries with low involvement of dual-
roles women. The country’s openness
level and society cultures and norms play
an important role in encouraging women
to be more actively involved in the world
of work. Therefore, this study suggests the
inclusion of other sectors or industries’
and jobs’ characteristics, such as non-
service sectors (manufactures, military)
and self-employed businesses. It is
noteworthy for testing the effect of job
characteristics as the moderating
variables. It is to see whether certain job
characteristics can mitigate the
unfavorable effects or not.
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