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ABSTRACT

Working mothers have two roles that is role in work and role in family. Everyone who
works definitely want to have a high quality of work life, while one dimension of quality of
work life is total life space, which includes work-family balance. Work-family balance occurs
when there is a low work-family conflict. This study aims to test empirically the work-family
conflict contribution seen from its directions: work-to-family conflict and family-to-work
conflict, to quality of work life. This research uses quantitative method with 100 respondents
of women employees in Indonesia who have full working time (morning until evening), have
married, have child/children, and have husband who also work. The results of this study
shows that the hypothesis is rejected, there is no contribution of work-to-family conflict to
quality of work life; nor family-to-work conflict to quality of work life.
Keywords: Quality of Work Life, Work-Family Conflict, Work to Family Conflict, Family

to Work Conflict
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INTRODUCTION

Financial problems are crucial in
marriage life. The cost of daily needs,
children's education, family health, and
other household needs is the responsibility
of the parents. Living in urban areas is a
life challenge. The cost of living in city is
all expensive, making the people should
try harder to fulfill all the necessities of
life. This causes that not only the husband
who works, but the wife also. The number
of women in working world already looks
quite high in Indonesia. In addition to the
reasons to help the husband earn more
income for the family, the phenomenon of
working wives can also be due to the high
desire to be able to career.

The number of women in working
world already looks quite high in
Indonesia. Data from Jobplanet.com (in
Risalah, 2016) conducting a survey of
employees spread across 35 provinces in
Indonesia shows that there were 60,000
respondents accumulated until mid-March
2016. It was found that as many as 46,000
staff employees and 14,000 employees of

managers, and found a gender ratio of 49%
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of men and 51% of women. Badan Pusat
Statistik (in BPS, 2015 & 2016) shows an
increasing the number of female workers
in DKI Jakarta (capital city of Indonesia)
from 2014 to 2016. The total number of
female workers in DKI Jakarta in February
2014 was 1,759,740, in February 2015 was
2,016,430, and in February 2016 amounted
to 2,019,970.

Every worker, including women
workers, definitely would like to have a
high quality of work life. Kopelman (in
Martin, 2005) states that quality of work
life is a philosophy of management that
enhances the dignity of all workers,
introduces changes in organization’s
culture, and improves the physical and
emotional  well-being of employees.
Organizations where employees work
must ensure the employees to have high
quality of work life in order to achieve
employees’ benefits, which in turn will
also benefit the organizations.

Study by Chee et al. (2009) against
working mother in a small rural North
Central lowa, USA, shows that mother’s

employment demands were positively
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correlated with work-family conflict,
which was significantly correlated with
mother’s emotional distress.

For working mothers, having a
double role like this is a dilemma,
considering the role of the mother is the
most dominant role in the family while
only a little time left to take care of the
family. If the household duties may be
delegated to housemaid, it is different in
taking care of the child. The child needs
the mother's role in his/her growth. A
balance between the role in family and role
in work is required if they want both
domains to run properly. When the mother
cannot balance her role, it cause work-
family conflict. Frone (2006) cites that
work-family conflict is a situation where
the demands and responsibilities from
work roles and family roles are mutually
incompatible in some respect. Conflict due
to work interfering with family is called
work interference with family / work-to-
family conflict. Conflict due to family
interfering with work is called family
interference with work / family-to-work

conflict. Both of these are the components
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/ directions of work-family conflict (in
Gutek, Searle, & Klepa, 1991).

Walton (in Kanten, 2014) cites that
one of the dimensions of quality of work
life is total life space, that is the balance
between working life and other parts of
human life, including family life. This
means work-family balance becomes one
of the factors that influence the occurrence
of quality of work life. Work-family
balance exist when there is low work-
family conflict and high work-family
facilitation (McManus, 2006).

METHODS
Sample

Sample collected using purposive
sampling with total 100 women employees
in Indonesia, have full working time
(morning until evening), have married,
have child/children, have husbands who
work.

Data collection techniques in this
study using questionnaire method. Scale of
quality of work life scale used in this study
is Quality of Work Life Evaluation Scale.

This scale was developed by Timossi,
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Pedroso, Francisco, & Pilatti (2008) based
on eight quality of work life models by
Walton, those are: adequate and fair
compensation; safe  and healthy
environment; development of human
capacities; growth and security; social
integration; constitutionalism; the total life
space; and social relevance. This scale
consists of 35 items. This scale uses Likert
scale with five scale ranges ranging from
“very satisfied” to “very dissatisfied”.
Work-family conflict scale used in
this study is Work-Family Conflict Scale
and Family-Work Conflict Scale. This
scale was developed by Netemeyer, Boles,
and McMurrian (1996) based on work-
family conflict directions by Gutek, Searle,
and Klepa (1991), those are: work
interference with family (WIF) / work-to-
family conflict (WFC) and family
interference with work (FIW) / family-to-
work conflict (FWC). Work-Family
Conflict Scale consists of 5 items and
Family-Work Conflict Scale consists of 5
items too. This scales uses Likert scale
with five scale ranges ranging from “very

suitable” to “very unsuitable”.
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RESULT

According to Azwar (2016), item
selection criteria based on total item
correlation, usually used limitation that is
> 0,3. On the scale of quality of work life,
from 35 items used, obtained 35 good item
by item discrimination power from 0.302
to 0.758, no disqualified item. On the
work-family conflict scale, which is a
multidimensional scale, consisting of two
directions, those are: work-to-family
conflict consist of 5 items and family-to-
work conflict consist of 5 items too. There
is no disqualified item, the item
discrimination power ranging from 0.372
to 0.649.

According to Azwar (2015), a
measuring instrument can be considered
reliable if the wvalue of reliability
coefficient is > 0.7. Based on the reliability
test on the quality of work life scale,
obtained reliability wvalue of 0.957.
Reliability test results on the scale of work
to family conflict obtained reliability value

of 0.725, and the results of reliability tests
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on the scale of family to work conflict
obtained reliability value of 0.736.

From the data analysis conducted
by using Pearson correlation technique (2-
tailed), it is known that the correlation
coefficient ~ between  work-to-family
conflict and quality of work life is r = -
0.177 with significance value of 0.079 (p >
0.05). This shows that work-to-family
conflict has no correlation with quality of
work life.

The value of correlation coefficient
between family-to-work conflict and
quality of work life is r = -0,157 with
significance value of 0.118 (p > 0.05).
This shows that family-to-work conflict
has no correlation with quality of work
life. 1t can be seen from the following
table:

Table 1. Correlation Test Results

Variables R Sig P
Quality of -0.177 0.079 >0.05
Work Life

& Work-to-

Family

Conflict

Quality of -0.185 0.118 >0.05
Work Life

& Family-
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to-Work
Conflict

The result of correlation test shows
that both work-to-family conflict with
quality of work life; and family-to-work
conflict with quality of work life are not
correlated, therefore it cannot be continued
to do regression test.

Based on the empirical mean,
quality of work life on working mothers in
Indonesia has a value of 120.62 which is
included in the moderate category. This
means that the respondents quite feel able
to meet his personal needs that are
considered important through his work
experience. This is in accordance with
Walton's statement (in Walker, 1980)
which explains that the quality of work life
is the degree to which members of a work
organization are able to satisfy important
personal needs through their experiences
in an organization. Work-to-family
conflict has a value of 13.16 which is
included in the moderate category. This
means that the respondents quite feel the
conflict in the family domain that occurs

because of the work domain. Family-to-
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work conflit has value of 12.15 which is
included in the moderate category. This
means that the respondents quite feel the
conflict in the work domain that occurred

because of the family domain.

DISCUSSION

From the result of data analysis, it
is known that there is no relationship
between work-to-family conflict and
quality of work life, nor family-to-work
conflict and quality of work life. This is in
line with research conducted by Nkulenu
(2015) toward employees in Ghana
indicating that there is no significant
relationship between work-family conflict
and quality of work life of employees.
Similarly, research conducted by lyabode
and Olayinka (2016) toward women
workface in Lagos and Ogun States,
Nigeria, indicating that there is no
significant relationship between work-to-

family conflict and quality of work life.

Due to the result of data analysis
indicate that between work-to-family
conflict and quality of work life, and

family-to-work conflict and quality of
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work life have no correlation, it cannot be
continued to do regression test to see its
contribution. Nkulenu (2015) mentions the
non-significant relationship between work-
family conflict and quality of work life
could be due to a number of factors. The
implication is that, the organizations
sampled for the study regard quality of
work life of employees as paramount and
necessary for improved performance.
Based on this, even though employees
would experience work-family conflict,
the impact on their quality of work life
would be insignificant. It is also possible
that individual employees strategically
managed these two important domains of
their lives well, so that any conflict that
might arise would not cause them so much

distress.

CONCLUSION

This study aims to test empirically
the contribution of work-family conflict
when viewed from its direction, that is:
work-to-family conflict and family-to-

work conflict, to the quality of work life.
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From the results of data analysis, it can be
concluded that the hypothesis in this study
is rejected, which means there is no
contribution of work-to-family conflict to
quality of work life; nor family-to-work
conflict to quality of work life.

Based on the category of variables,
it is known that work-to-family conflict,
family-to-work conflict, and quality of
work life respondents are in the medium

category.

SUGGESTION

For working mothers, it is
suggested to be able to balance their role
between job domain and family domain,
thus giving a positive impact to the
development of both domains. Working
mothers are also suggested to always
manage the strain or psychological burden
experienced through  meditation or
recreation. For the company, it is
suggested to pay more attention to the
personal needs of its employees. For the
family and the company, it is suggested to
understand the burden of responsibility of

working mothers, because it is not an easy
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thing to be able to balance the role in
domain of work and family. Support is
also needed for working mothers in order
to be able to run both these roles well.

For further research, it is expected
to examine the relationship between work-
family conflict and quality of work life in
working mothers from each region in
Indonesia, because the results of this study
indicate that the empirical mean of work-
family conflict and quality of work life are

different in each region.
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