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Chapter 1
Introduction

1.1. General Introduction
Indonesia is undergoing a transition from an economy based on the agricultural sector in rural
areas, towards an economy based on the service sector in urban areas. Indonesia is the
country with the highest rate of urbanization in the world (ILO, 2015). With the urbanization,
the number of productive workers seeking jobs in urban areas has increased. Furthermore,
there is a rising number of Indonesian women entering the labour market (BPS, 2013, 2014).
The rise of women participation in the labour force is driven by Indonesia’s economic crisis
as an impact of the Asian financial crisis in 1997-1998 and the global economic crisis in
2008-2009 (Tambunan, 2010). The economic situation in Indonesia today required that
women have to support their families financially. Also, the participation of women in the
labour force is supported by the Indonesian government through the legislation of human
rights, so that women have equal opportunities in education, employment, occupation, and
profession (RI, 1999. Legislation of Human Rights No. 39, 48).
An increasing number of women entering the labour force has led to a rising number of
working couples in urban areas of Indonesia. The increasing number of working couples has
stimulated men and women to combine responsibilities at work and home. In general,
Indonesian working couples, especially those who have children, experience challenges to
manage the demands and responsibilities of work and family. Especially, the influence of
globalization from Western countries has impacted the business practices in Indonesia. The
need to continuously enlarge company revenues in order to survive in the global competition
generates more demands to employees. Working long hours, working overtime, or working
during the weekend are examples of the company’s demands to be fulfilled. The Indonesian
1

government responded to the demands of the work situation with the regulation of working
hours that obligates a full-time employee to work at least 40 hours a week (RI. 2003. Labour
Laws No. 13, 77:2). This situation restricts working couples as full-time employees to
involve physically and psychologically in their family activities, for instance, caring for their
sick children, providing elderly care, and performing household chores.
A potential conflict of interest between work and family roles may arise because of
conflicting demands, responsibilities, and expectations (Katz & Kahn, 1978). A general
survey among 17.623 employees from various companies in Indonesia showed that 73% of
employees felt dissatisfied with their job due to several factors. These factors were: did not
have work life balance (85%), did not have career path (60%), educational background did
not match with their job (54%), their superior was military, paternalistic, and cold (53%).
Indeed, 62% of the employees admitted that they experienced difficulty to fall asleep because
of thinking about work affairs at home (JobStreet.com, 2014). This survey indicated that
Indonesian employees experienced work and family conflict at least some of the time.
The majority of studies on work-family conflicts have been conducted in Western
countries and in East Asian countries such as China, Taiwan, Japan, and Korea (e.g., Ling &
Poweli, 2001; Lu, Gilmour, Kao, & Huang, 2006; Park & Liao, 2000; Shimazu, Bakker,
Demerouti, & Peeters, 2010). Very few studies have been done in Indonesia.
Over the past two decades, work-family conflicts have been a major concern in the field
of work and family studies because these conflicts might have adverse effects on individuals,
their families, and organizations (e.g., Frone, Russel, & Cooper, 1992; Kossek & Ozeki,
1998). It is, therefore, important to understand this issue better to help Indonesian working
couples to overcome and to prevent against the negative consequences of work-family
conflicts.
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Empirical studies showed that high levels of work-family conflicts are related to
negative consequences, as for example, marital dissatisfaction (Bedeian, Burke, & Moffett,
1988), job dissatisfaction (Carlson, Grzywacz, & Kacmar, 2010; Carly, Allen, & Spector,
2002; Kossek & Ozeki, 1998), and burnout (Burke & Greenglass, 2001; Rupert, Stevanovic,
& Hunley, 2009). For families, work-family conflicts are sources of stress, may lead to
family dissatisfaction (Aryee, Luk, Leung, & Lo, 1999) and increased family distress (Frone,
Russel, & Cooper, 1992). For organizations, examples of consequences are absenteeism
(Goff, Mount, & Jamison, 1990) and turnover intention (Haar, 2004). The negative
consequences of work-family conflicts can be divided into two categories, work-related and
family-related. Taking into account the number of consequences of work-family conflicts,
this study only focussed on domain-specific outcomes, that is work-related outcomes (i.e., job
satisfaction) and family-related outcomes (i.e., marital satisfaction).
To date, researchers have considered a number of different variables as possible
antecedents of work-family conflicts. The antecedents of work–family conflicts can be
classified into three categories, namely, work domain variables, family domain variables, and
individual or demographic variables (Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005).
Work domain variables are, for instance, job level, job demands, and job resources (DiRenzo,
Greenhaus, & Weer, 2011), work role importance (Carlson & Kacmar, 2000), and work
social support (Greenhaus & Parasuraman, 1994; O’Driscoll, Brough, & Kalliath, 2004).
Family domain variables are, for example, family stress, family support, family conflict
(Byron, 2005), and family role importance (Carlson & Kacmar, 2000). Demographic or
individual variables include personality, behaviors, and other individual differences, such as
gender, income, and coping style (Byron, 2005). In this study, we focused on gender, life role
importance, and social support as antecedents of work-family conflicts. Specifically, these
three antecedents represent the work domain (i.e., work support, work role importance), the
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family domain (i.e., family support, family role importance), and gender as a demographic
variable.
The objective of this study was to investigate the extent to which work-family conflicts
of Indonesian working couples were associated with gender, life role importance, and social
support. Secondly, the present study examined job and marital satisfaction as potential
outcomes of work–family conflicts. Thirdly, in this current study, we examined six models of
mediation of work-family conflicts between life role importance and social support at the one
side, and satisfaction at the other. These models were: (1) relationship between work role
importance and marital satisfaction mediated by work-to-family conflict; (2) relationship
between family role importance and job satisfaction mediated by family-to-work conflict; (3)
relationship between supervisor support and marital satisfaction mediated by work-to-family
conflict; (4) relationship between co-workers support and job satisfaction mediated by workto-family conflict; (5) relationship between spouse and job satisfaction mediated by familyto-work conflict; (6) relationship between extended family support and job satisfaction
mediated by family-to-work conflict. Fourthly, this study examined crossover effects of
work-family conflicts, job and marital satisfaction between husband and wife as a marital
dyad. Fifthly, in this study, we examined four models of mediation of satisfaction of one
spouse to the other as consequences of work-family conflicts. These models were: (1)
relationship between husband’s work-to-family conflict and wife’s marital satisfaction
mediated by husband’s marital satisfaction; (2) relationship between wife’s work-to-family
conflict and husband’s marital satisfaction mediated by wife’s marital satisfaction; (3)
relationship between husband’s family-to-work conflict and his wife’s job satisfaction
mediated by husband’s job satisfaction; (4) relationship between wife’s family-to-work
conflict and her husband’s job satisfaction mediated by wife’s job satisfaction.

4

Figure 1.1 presents the conceptual model of our study.
GENDER

LIFE ROLE IMPORTANCE
1. Work Role Importance
2. Family Role Importance

WORK-FAMILY
CONFLICT
1. WF Conflict
2. FW Conflict

SATISFACTION
1. Job Satisfaction
2. Marital Satisfaction

SOCIAL SUPPORT
1.
2.
3.
4.

Supervisor
Co-workers
Spouse
Extended Family

Figure 1.1. Conceptual Model of the Influence of Gender, Life Role Importance, and Social
Support, and Satisfaction mediated by Work-Family Conflict
1.2. Conceptual Frame Work of Work-Family Conflict
1.2.1. Work-Family Conflict
There are various theoretical frameworks about how work and family may influence each
other. Greenhaus and Singh (2004) stated that there are seven mechanisms linking work and
family. First, work and family conflict is an inter-role conflict in which the role demands
coming from one domain of life are incompatible with the role demands coming from another
domain (Greenhaus & Beutell, 1985; Kahn et al., 1964). Second, work-family
accommodation refers to an individual’s strategy to reduce his/her involvement in one role to
accommodate the demands of another role in order to minimize actual or anticipated workfamily conflicts (Greenhaus & Singh, 2004). Third, work and family segmentation refers to
the intentional separation of work and family roles (Burke & Greenglass, 1987; Zedeck,
1992; Greenhaus & Singh, 2004). Fourth, work-family compensation means that individuals
compensate their dissatisfaction with one role by participating in another role that may satisfy
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them (Greenhaus & Singh, 2004). Fifth, work-family spillover refers to the transfer of
emotions, values, skills, and behaviour from the role in work to the role in the family and vice
versa (Greenhaus & Singh, 2004). Sixth, work-family enrichment refers to “the process by
which one role enriches the quality of the other role” (Greenhaus & Singh, 2004, p.689).
Seventh, work-family balance refers to the capability of individuals to manage their
involvement in work and family so that they are satisfied with both their roles in work and
family.
The concept of work-family conflict is based on the scarcity hypothesis that everyone
has limited energy to perform on multiple roles at once (Friedman, Christensen, & DeGroot,
1998). This concept is supported by the Role Stress theory which assumes that managing
multiple roles such as work and family roles are difficult to perform and lead to strain for
individuals.
Initially, researchers have seen work-family conflict as an “unidimensional construct”
(Greenhaus & Beutell, 1985; Kahn et al., 1964). Later, other researchers conceptualized it as
being “bi-directional” (Frone, Russell, & Cooper, 1992; Netemeyer, Boles & McMurrian,
1996); the work role may interfere with the family role (work-to-family conflict, WFC) and
that the family role may interfere with the work role (family-to-work conflict, FWC).
Previous studies have supported the concept that WFC and FWC are two distinct constructs
(Frone et al., 1992; Kelloway, Gottlieb, & Barham, 1999; Netemeyer, Boles, & McMurrian,
1996).
Greenhaus and Beutell (1985) stated that there are three different forms of conflict,
time-based, strain-based and behavior-based conflicts. Time-based conflicts occur when time
pressures of one role prevent an employee from being able to allocate time to meet the
demands of another role. Strain-based conflicts occur when pressure or strain from one role
affects how a person performs in another role. Behavior-based conflicts occur when
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behavioral patterns required and exhibited in one role are incompatible with those required in
another role.
Some researchers have developed a domain-specific perspective on work-family
conflicts (e.g. Carlson, Kacmar, & Williams, 2000; Frone et al., 1992). The domain specific
perspective suggested that WFC predominantly influenced the family domain, while FWC
affected the work domain (Frone et al., 1992; Shockley & Singla, 2011). On the other hand,
work-related antecedents tend to have a stronger influence on WFC than FWC, whereas
family-related antecedents have a stronger influence on FWC than WFC (Byron, 2005).

1.2.2. Gender and Work-Family Conflict
Gender is one of the demographic variables most often studied in relation with work-family
conflicts (Geurts & Demerouti, 2003). Several studies have found that women experience
more FWC than men, while men reported having more WFC than women (Carlson, Kacmar,
& Williams, 2000; Hammer, Allen, & Grigsby, 1997; Loscocco, 1997; Pleck, 1977). These
empirical findings are rooted in traditional gender roles (Simon, 1995). In traditional gender
roles, women are expected to have primary family responsibility and home maintenance
rather than to financially contribute to the family so that women experience more FWC. Men
experience more WFC because the role of men is primary to be the economic support
provider and therefore, they involve more in work than in their family (Gutek, Nakamura, &
Nieva, 1981; Gutek, Searle, & Klepa, 1991).
1.2.3. Life Role Importance and Work-Family Conflict
Life role importance refers to a role which provides individuals a sense of worth, and
meaning, and gives them a sense of identity (Noor, 2004; Reitzes & Mutran, 1994). Work
role importance (WRI) and family role importance (FRI) refer to the level of psychological
attachment to work and family roles (Frone, 2003; Yogev & Brett, 1985). An individual may
7

perceive that his/her work role is more important than his/her family role, or vice versa.
According to Greenhaus and Beutell (1985), work-family conflicts are intensified when one
role is more important for an individuals’ self-concept than another role. This argument is
supported by previous studies that found that increased involvement in the work (family) role
considered as important is positively associated with increased WFC (FWC) (Carlson &
Perrewé, 1999; Greenhaus, Bedeian, & Mossholder, 1987; Hammer, Allen, & Grigsby,
1997).

1.2.4. Social Support and Work-Family Conflict
Social support is considered a primary resource that helps individuals to combine work

and family roles satisfactorily (Frone, 2003). Social support involves the exchange of
resources between persons to give each other support. It may take the form of

emotional support and instrumental support (Beehr, 1985; Beehr & McGrath, 1992;
Cohen & Wills, 1985).

Research has demonstrated that social support plays a prominent role in lowering

WFC and FWC (Greenhaus & Parasuraman, 1994; MacEwen & Barling, 1988; O’Driscoll,

Brough, & Kalliath, 2004). Results of Byron’s (2005) meta-analysis on work-family
conflicts and its antecedents found that work-family conflicts decrease as support from

the work and family domain increases. This finding highlights the value of examining

support from work (i.e., supervisor, co-workers) and family (i.e., spouse, extended

family) sources as part of individuals’ experience of combining work and family roles.
1.2.5. Work-Family Conflict and Satisfaction

According to the Stress theory, work-family conflicts are viewed as sources of stress, which
may lead to decreased satisfaction for individuals.
8

Dissatisfaction is experienced by

individuals when they have difficulty to comply with the demands and expectations of a role
because of interference from another role (Carlson & Kacmar, 2000). Empirical studies found
that WFC was negatively related to marital satisfaction and that FWC was negatively related
to job satisfaction (Adams, King, & King, 1996; Frone et al., 1992; Frone, Yardley, &
Markel, 1997).
As a source of stress or strain, work-family conflicts may influence couple's interaction.
The experience of stress or strain due to work-family conflicts may crossover from one
spouse to the other (Greenhaus, Parasuraman, Granrose,

Rabinowitz, & Beutell, 1989;

Parasuraman, Greenhaus, & Granrose, 1992; Westman & Etzion, 1995). Several researchers
stated that the crossover process does not only happen with regard to negative emotions or
negative experiences but also with regard to positive emotions or positive experiences
(Bakker, Demerouti, & Schaufeli, 2005; Westman, 2001; Westman, Vinokur, Hamilton, &
Roziner, 2004). Feelings of satisfaction with job and marriage may crossover between
partners.
1.2.6. Life Role Importance and Satisfaction
Some researchers suggested that role importance of work or family may lead to psychological
involvement in a role considered to be of more importance (Greenhaus, Parasuraman,
Granrose, Rabinowitz, & Beutell, 1989; Parasuraman & Greenhaus, 1993). The role that is
considered important will be implemented with enthusiasm and excitement so that,
someone’s satisfaction and positive identity will also increase (Reitzes & Mutran, 1994).
Empirical studies found that there is a positive association between work role importance
(WRI) and job satisfaction (Aryee, Fields, & Luk, 1999; Bedeian, Burke, & Moffett, 1988;
Carlson & Kacmar, 2000; Noor, 2004), and a positive association between family role
importance (FRI) and marital satisfaction (Aryee et al., 1999; Carlson & Kacmar, 2000).
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1.2.7. Social Support and Satisfaction
As an employee, an individual may need work support from his/her supervisor or co-workers
in the form of providing instrumental and emotional support in order to solve daily issues in
the work setting. Instrumental and emotional support from supervisor and co-workers may
increase employees’ job satisfaction (O’Driscoll et al., 2004; Parasuraman et al., 1992).
In the family domain, instrumental and emotional support from a spouse may ease the
burden of family demands, may enhance feelings of self-efficacy (Parasuraman, Purohit, &
Godshalk, 1996), and may influence the quality of marital relationships (Acitelli, 1996).
Several studies found positive associations between spousal support and marital satisfaction
(Acitelli, 1996; Julien & Markman, 1991; Pasch & Bradbury, 1998).
1.3. Dissertation Outline
The present dissertation is a compilation of four studies. In Chapter 2, we examined gender
differences in WRI, FRI, WFC, and FWC. We also analyzed the differences in WFC and
FWC among profiles based on life role importance. In Chapter 3, we analyzed the
relationships between WFC, FWC, and marital and job satisfaction. We tested crossover
effects between WFC, FWC, marital and job satisfaction from husband to wife, and vice
versa. In this chapter, we examined four models: (1) husband’s marital satisfaction mediated
the relationship between husband’s WFC and his wife’s marital satisfaction; (2) wife’s
marital satisfaction mediated the relationship between wife’s WFC and her husband’s marital
satisfaction; (3) husband’s job satisfaction mediated the relationship between husband’s FWC
and his wife’s job satisfaction; (4) wife’s job satisfaction mediated the relationship between
wife’s FWC and her husband’s job satisfaction. In Chapter 4, we examined relationships
between life role importance, work-family conflicts, job, and marital satisfaction. We tested
the mediating effect of WFC between WRI and marital satisfaction, and the mediating effect
10

of FWC between FRI and job satisfaction. In Chapter 5, we examined the influence of social
support from work and family on WFC, FWC and job and marital satisfaction. We tested four
mediating effects of work-family conflicts: (1) WFC mediated the relationship between
supervisor support and marital satisfaction; (2) WFC mediated the relationship between coworkers support and marital satisfaction; (3) FWC mediated the relationship between spouse
support and job satisfaction; (4) FWC mediated the relationship between extended family
support and job satisfaction. All studies were based on a sample of 404 Indonesian working
couples. In Chapter 6, the results and conclusions of the foregoing chapters are summarized
and discussed. Furthermore, distinctive features and limitations of the studies presented in
this dissertation are discussed. Finally, we describe some limitations of the studies presented
in this dissertation and give ideas for future studies.

11

Chapter 2
Gender, Life Role Importance, and Work-Family Conflict
In Indonesia: A Non-Western Perspective1

Abstract
This study examined differences in work-family conflict between men and women belonging
to profiles based on their life role importance. The sample consisted of 404 Indonesian
working couples with children. We found four profiles based on their work and family role
importance; a Family, Work, Dual and a Low profile. More men than women belonged to the
Work profile and Low profile; more women than men belonged to the Family profile. There
was no difference between men and women in the Dual profile. There were differences
among the four profiles on WF and FW conflicts. Men in the Dual profile experienced the
least WF and FW conflicts. Men in the Low profile group experienced the most WF and
FW conflicts. There were no differences in WF conflicts among women in the four
profile groups. Women in the Dual profile experienced the least FW conflicts. Women in the
Low profile experienced the most FW conflicts.

Keywords: Gender, Family, Work, Dual, Low profile, Work-family conflicts

________________________
1
Published as Kuntari, I.S.R., Janssens, J.M.A.M., & Ginting, H. (2017). Gender, Life Role Importance, and
Work-Family Conflict in Indonesia: A Non-Western Perspective. Academic Research International, 8(1), 139153.
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Introduction
Full-time working couples with children have a role in two central domains of their life,
work and family. Many couples find it difficult to perform their role in work and family
simultaneously. The role expectations and role demands from work and family often occur at
the same time, which may raise a potential conflict of interest in fulfilling work and family
roles (Katz & Kahn, 1978). Inter-role conflict occurs when pressures associated with one role
are incompatible with pressures associated with another role (Kahn, Wolfe, Quinn, Snoek, &
Rosenthal, 1964). The Scarcity theory or the Role Strain theory states that everyone has
limited energy to perform multiple roles. Interrole conflict can not be avoided when an
individual has many roles to be executed. Greenhaus and Beutell (1985) stated that workfamily conflict is a type of inter-role conflict in which the role demands coming from one
domain (work or family) are incompatible with the role demands coming from the other
domain (family or work).
Work-family conflicts can occur in two directions, work-to-family (WF) and family-towork (FW) conflicts (Barling, Kelloway, & Frone, 2009). For example, a parent might
experience a WF conflict when late work hours make it difficult to arrive at home in time to
help his/her child completing homework. A parent might experience a FW conflict when
facing a dilemma to stay at home to take care of his/her sick child and not being able to
attend an important meeting at the office. Research supported the idea that WF and FW
conflict are two distinct constructs (Frone, Russell, & Cooper, 1992a; Kelloway, Gottlieb, &
Barham, 1999; Netemeyer, Boles, & McMurrian, 1996).
WF and FW conflicts can occur in both men and women. Gender is one of the
characteristics most often associated with WF and FW conflicts (Geurts & Demerouti, 2003).
Several studies have found that women experience more FW conflict than men, while men
reported having more WF conflicts than women (Carlson, Kacmar, & Williams, 2000;
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Hammer, Allen, & Grigsby, 1997; Loscocco, 1997; Pleck, 1977). That women experience
more FW conflicts is rooted in traditional gender role expectations (Simon, 1995). Women
are still expected to have primary family responsibility and home maintenance rather than to
financially contribute to the family, while the role of men is primary to be the economic
support provider (Gutek, Nakamura, & Nieva, 1981; Gutek, Searle, & Klepa, 1991).
Therefore, women experience more FW conflicts than men. They feel more responsible for
their family and domestic affairs than for work affairs. Men experience more WF conflicts
than women because they invest more in work than in their family. Men see their job as the
significant contribution to their families and, therefore they spend less time and attention to
their family.
Most of the research on WF and FW conflicts has been conducted in Western societies
like European countries, US, and Canada (Aryee, Luk, & Leung, 1999). In non-Western
societies such as Indonesia, relatively little is known about relationships between gender and
work-family conflicts.
In Indonesia, there was an increasing number of women in the workforce during the
past 25 years (BPS, 2015). But in Indonesia, there is still a strongly patriarchal culture with
traditional gender roles and attitudes influenced by most ethnic cultures and Islamic religion
professed by the majority of the population. It can be seen in two of the articles in the
Marriage Law:

“Husband is the family head and his wife is a housewife” (RI. 1974.

Marriage Laws, 31:3) and “Wife is obliged to manage the affairs of the household as well as
possible” (RI. 1974. Marriage Laws, 34:2).
Therefore, Indonesian women are likely to remain bound by traditional gender roles
and are more concerned with family than work. A traditional gender role became part of a
woman's identity. As a consequence, they may experience physical and psychological
exhaustion to meet obligations to their husbands and to provide their children’s needs.
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Therefore, in this study we assumed that Indonesian women spend more time to family
affairs than their men and experience more FW conflicts than their men. Indonesian women
are also likely to experience WF conflicts. Because women feel more responsibility for
family affairs, they spend fewer hours on their work, and therefore we assumed that they
perceive that their work interferes with their family obligations.
In contrast, men who spend even relatively few hours in family affairs may perceive
that this time interferes with their work. Indonesian men may experience more WF conflicts
than women because their role at work is their major role compared to their family role. Men
also spend more time on their work because they see their work as a major contribution to
their families. In this study, we examined first whether these assumed differences between
men and women concerning WF and FW conflicts exist in the Indonesian society.
Studies on gender and WF and FW conflicts should be complemented with studies on
the perception of life role importance. Life role importance refers to a role which provides
men and women meaning and sense of worth (Noor, 2004). Men and women have two major
roles in life, namely a work and a family role. These roles give them a definition of who and
what they are (Reitzes & Mutran, 1994). Role importance is related to self-identity and
commitment. The perception of life role importance may be different for men and women.
According to traditional gender role attitudes, men will value their work role as more
important than their family role.

Their work role is important for their self-identity.

Conversely, women will perceive their family role as more important than their work role
because they psychologically identify themselves with this family role.
Many studies focused on work role importance or family role importance, as separated
concepts (e.g. Carlson & Perrewe, 1999; Greenhaus, Bedeian, & Mossholder, 1987;
Greenhaus & Beutell, 1985; Greenhaus & Kopelman, 1981; Naido & Jano, 2002). But
studying the importance of one role without simultaneously considering the importance of the
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other role may provide only partial understanding (Cinnamon & Rich, 2002b; Reitzes &
Mutran, 2002). Other studies constructed profiles based on both work and family role
importance. Three profiles have been found in previous research (e.g. Cinamon & Rich,
2002b; Friedman & Greenhaus, 2000; Fournier, Lachance, & Bujold, 2009).
First, a Work profile characteristic for individuals who perceive that their work role is
more important than their family role. Second, a Family profile in which people focus more
on their family role than on their work role. Third, a Dual profile was found, characteristic for
individuals who focus their resources on both work and family roles.
In this study, we examined how gender is related to these three profiles. According to
traditional gender role attitudes, men value their work role as more important than their
family role, and women perceive their family role as more important than their work role.
Therefore, we assumed that there were more women than men with a Family profile and that
there were more men than women with a Work profile. Moreover, we hypothesized that there
was no gender difference between men and women with a Dual profile because they have the
same possibilities to invest in both work and family roles.
Our third research question was how profiles based on work and family role importance
were related to WF and FW conflicts. The linking of life role importance with these conflicts
has been studied by Greenhaus and Beutell (1985). They argued that WF and FW conflicts
intensified when either work or family roles are important and central to a person’s selfconcept (e.g. Work and Family profiles). In more recent studies, Friedman and Greenhaus
(2000) suggested that WF and FW conflicts occurred more frequently among individuals who
invested more in a single area of life (work or family). These arguments have been supported
by Lachance, Gilbert, & Tétreau (in Fournier et al., 2009), who found that individuals with a
Work profile experienced more WF conflicts than those did with a Dual Profile. Individuals
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with a Work profile focussed more on their work role as the most important area of their life
and consequently, they experienced that their work role interferes with their family role.
Comparable conflicts also apply for people with a Family profile. Individuals with a
Family Profile spend more time on family activities than on their job. Therefore, they
experience that family tasks interfere with their work and that their work takes time at the
expense of their household chores. Consequently, they experience that their work interferes
with their family role. Furthermore, if more than one role is important (Dual profile),
conflicts are likely to occur due to the equal pressure to invest resources in both roles
(Adams, King, & King, 1996; Carlson & Kacmar, 2000). Therefore, individuals with a Dual
profile were expected to experience more WF and FW conflicts.
Our fourth research question was whether there were differences between men and
women concerning the relationships between profiles and conflicts. We expected not to find
gender differences regarding these relations because both men and women with a Work
profile are equally focusing on their work role. Both men and women in the Work profile will
focus their time, energy and resources to their work, and therefore, they have the same
opportunities to experience WF and FW conflicts. The same applies to men and women with
a Family profile. Both will use time and resources to fulfill their role in the family, so they
are equally to experience FW and WF conflicts. Men and women with a Dual profile invested
their resources for fulfilling demands from work and family simultaneously, and therefore
both probably experience WF and FW conflicts.

Method
Participants
Participants in this study were 404 couples with children. More than 50% of the couples
had one child (n = 220; 54.5%) and nearly half of the couples had two or more children (n =
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184; 45.5%). All participants were full-time employees who worked at least 40 hours a week;
this corresponds to the Indonesian Labor Laws on working hours (RI. 2003. Labor Laws No.
13, 77:2).
Approximately a quarter of the men were between 20 and 30 years of age (n = 99;
24.5%), nearly half of them were between 31 to 40 years old (n = 188; 46.5%), over a quarter
were more than 40 years old (n = 117; 29.0%). Almost half of the men had a university
degree (n = 196; 48.5%), approximately a half a senior high school degree (n = 188; 46.5%),
and a small number of men had a junior high school degree (n = 20; 5%).
More than a third of the women were between 20 and 30 years of age (n = 145; 35.9%),
a large proportion of women were between 31 to 40 years old (n = 172; 42.6%), and about a
fifth was older than 40 years old (n = 87; 21.5%). Over two-third had a university degree (n =
276; 68.3%), more than a quarter had a senior high school degree (n = 116; 28.7%), and a
very small number of women had a junior high school degree (n = 12; 3.0%).

Research procedure
Human Resource Departments of firms located in Bandung and Jakarta were contacted
to request permission to conduct the research involving their employees who were working
couples with children. These companies were engaged in manufacturing, bank,
telecommunication, security, and education. Total five companies were involved in this
study. After obtaining approval of the Human Resources Managers of the companies, 450
packages with questionnaires were distributed to the employees and their spouses; 404 were
returned resulting in a response rate of 89.78 percent. The data were collected between
February and April 2013.
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Instrument
Work-Family Role Importance
Work and family role importance was adapted from the Life Role Salience Scale
(LRSS) developed by Amatea, Cross, Clark, and Bobby (1986). The participants rated their
agreement on 40 5-point Likert items, ranging from “strongly disagree” (1) to “strongly
agree” (5). A sample item of work role importance is, “Having work/ a career that is
interesting and exciting to me is my most important life goal.” A sample item of family role
importance is, “I expect to be intensely involved in the day to day matters of rearing my
children.” The LRSS was carefully forward translated into the Indonesian language
conducted by two independent translators, native speakers of the Indonesian language and
fluent in English, followed by a backward translation by a native speaker of the English
language and fluent in the Indonesian language.
A factor analysis was carried out to detect dimensions of life role importance, namely,
work role importance (WRI) and family role importance (FRI). This analysis revealed two
factors. The first factor was dominated by high loadings (>.40) of items that expressed WRI
and consisted of 8 items. The second factor was dominated by high loadings of items that
expressed FRI and consisted of 20 items. We deleted 12 items with low loadings (<.40).
Cronbach’s alpha of WRI was .84 for men and .88 for women, with total scores ranging from
16 to 40. Cronbach’s alpha of FRI was .83 for men and .85 for women, with total scores
ranging from 58 to 100 for men and 46 to 100 for women.

Work-Family Conflict
Work-family conflicts were measured by using Carlson, Kacmar, and Williams’s (2000) 18
items scale. The scale consists of two dimensions, work-to-family conflict (WFC) and
family-to-work conflict (FWC). Each dimension consists of 9 items. An example item of the
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WFC scale is, “My work keeps me from my family activities more than I would like.”An
example of an item of the FWC scale is, “I have to miss work activities due to the amount of
time I must spend on family responsibilities.” The scale ranges from 1 (strongly disagree) to
5 (strongly agree).
The work-family conflict scale was adapted and translated into the Indonesian
language conducted by three independent translators using the forward-back translation
technique. The translation was done by two independent translators in the forward-translation
phase and by one independent translator in the back-translation phase. A factor analysis was
conducted to detect dimensions of work-family conflict. This analysis revealed two factors.
The first factor was dominated by high loadings (>.40) of 9 items that expressed WFC. The
second factor was dominated by high loadings of 9 items that expressed FWC. Cronbach’s
alphas of WF conflict were high, .81 for men and .87 for women, with total scores ranging
from 9 to 41 for men and 9 to 44 for women. Cronbach’s alpha of FW conflict was .81 for
men and .87 for women, with total scores ranging from 9 to 36 for men and 9 to 44 for
women.

Results
The first research question was whether Indonesian men and women differed with
regard to WF and FW conflicts. Differences were tested with a two paired dependent sample
t-test. We found that there were no differences between Indonesian men and women
concerning the level of WF conflicts (t = 1.54, n.s.) and FW conflicts (t = 0.26, n.s.) (see
Table 1).
Our second research question was how gender was related to profiles based on life role
importance. To address this question we conducted a series of analyses. First, we analyzed
differences in work and family role importance between men and women, using a two paired
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dependent t-test. We found significant differences on WRI (t = 8.49, p < .01) and FRI (t =
-5.40, p<.01) between men and women (Table 1). Men had a higher score on work role
importance than women, and women had a higher score on family role importance than men.
Table 1
Descriptive statistics for WF and FW Conflicts, WRI and FRI of Men and Women
M

Men

SD

M

Women

SD

t

WFC

23.29

5.30

22.84

6.04

1.54

FWC

20.42

4.76

20.36

5.17

.26

WRI

30.94

4.31

28.73

5.09

8.49**

FRI

83.71

8.44

85.87

8.07

-5.40**

Note. WFC=Work-to-Family Conflict, FWC=Family-to-Work Conflict, WRI=Work Role Importance,
FRI=Family Role Importance. **p<.01

Second, we constructed life role importance profiles. A k-means cluster analysis was
used to form groups of participants based on their similarity on work and family role
importance. We found four clusters (profiles). We examined the differences between the
clusters on WRI and FRI with ANOVA (Table 2). The results showed significant differences
between the four profiles with regard to WRI (F (3,807) = 288.14, p<.01) and FRI (F(3,807)
= 979.50, p<.01). The first cluster named Family profile (n = 166; 20.6%) consisted of
individuals who had a high score on FRI (M = 87.78) and a low score on WRI (M = 24.13).
The second cluster named Work profile (n = 258; 31.9%) was characterized by a high score
on WRI (M = 30.88) and a low score on FRI (M = 80.16). The third cluster named Dual
profile (n = 288; 35.6%) was characterized by high scores on both dimensions of life role
importance, WRI (M = 33.19) and FRI (M = 92.17). The fourth cluster named Low profile (n
= 96; 11.9%) consisted of individuals who had a low score on both WRI (M = 26.83) and FRI
(M = 69.93).
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Table 2
Description of and ANOVA-tests on the Four Profiles
Family profile

Work profile

Dual profile

Low profile

(n = 166)

(n = 258)

(n = 288)

(n = 96)

M

SD

M

SD

M

SD

M

SD

F(3,807)

WRI

24.13

3.40

30.88

3.24

33.19

3.06

26.83

4.38

288.14**

FRI

87.78

4.17

80.16

3.20

92.17

3.81

69.93

4.96

979.50**

Note. WRI=Work Role Importance, FRI=Family Role Importance, **p < .01

Next, we tested differences between men and women with regard to belonging to the
four profiles with t-tests (see Table 3). We found significant differences between men and
women on the Family profile (t = -5.50, p < .01) and Work profile (t = 2.27, p < .05). We also
found a significant difference between men and women on the Low profile (t = 1.96, p < .05)
but no gender difference in the Dual profile (t = 1.03, n.s.). In particular, we found that more
men belonged to the Work profile (n = 144; 36%) than women (n = 114; 28%) and were less
likely to be in the Family profile (n = 52; 13%) than women (n = 114; 28%). With regard to
the Dual profile, no difference between men and women was found. With regard to the Low
profile, results showed more men (n = 57; 14%) than women (n = 39; 10%) in that profile.

Table 3
Gender Differences between the Four Profiles
Family profile

Work profile

Dual profile

Low profile

n

%

t

n

%

t

n

%

t

n

%

t

Men

52

13

-5.50**

144

36

2.27*

151

37

1.03

57

14

1.96*

Women

114

28

114

28

137

34

39

10

Total

166

20.6

258

31.9

288

35.6

96

11.9

Note. *p < .05,**p < .01

The third research question was how profiles based on work and family role importance
were related to WF and FW conflicts. To address this question, we performed multiple steps.
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First, analyses of variance were conducted to compare the four profiles on WF and FW
conflicts. We found significant differences among the four profiles on WF conflicts (F(3,807)
= 4.05, p < .05) and FW conflicts (F(3,807) = 19.31, p < .01) (see Table 4). Second, we
conducted Scheffé posthoc comparisons among the profiles. We found a tendency (p < .10)
that participants in the Work profile had more WF conflicts than participants in the Family
and Dual profile. There was also a trend (p < .10) that participants in the Low profile had
more WF conflicts than participants in the Family and Work profile. The only significant
difference found was that more WF conflicts were experienced in the Low than in the Dual
profile (p < .05).
With regard to FW conflicts, we found that participants in the Family profile had more
FW conflicts than individuals in the Dual profile. The results also showed that participants in
the Work profile and the Low profile had more FW conflicts than participants in the Dual
profile. In sum, we found that participants in the Dual profile experienced fewer FW conflicts
than participants in the three other profiles. We also found that participants in the Family
profile had fewer FW conflicts than participants in the Low profile. There was no difference
between Family and Work profile on FW conflicts. We also found that participants in the
Low profile had more FW conflicts than participants in the Family and Dual profile. There
was a tendency (p < .10) that in the Low profile there were more FW conflicts than in the
Work profile.

Table 4
Means, Standard Deviations and F Values among the Profiles
Family profile

Work profile

Dual profile

Low profile

M

SD

M

SD

M

SD

M

SD

F(3,807)

WFC

23.28

5.92

23.38

5.32

22.23

5.90

24.33

5.29

4.05*

FWC

20.39

4.89

21.29

4.85

18.86

4.70

22.56

4.84

19.31**

Note. WFC=Work-to-Family Conflict, FWC=Family-to-Work Conflict, *p < .05, **p < .01
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Our fourth research question was whether men and women differed concerning the
relationships between profiles and conflicts. To address this question we conducted two steps
of analyses. First, analyses of variance were conducted to compare differences between the
profiles on WF conflicts and FW conflicts (Table 5), for men and women separately. We
found differences in WF conflicts (F(3,403) = 3.16, p < .05) and FW conflicts (F(3,403) =
14.45, p < .01) among the four profiles of men. For women, we found differences on FW
conflicts (F(3,403) = 6.85, p < .01) between the four profiles, but no differences on WF
conflicts (F(3,403) = 1.95, p > .05).

Table 5
Means, Standard Deviations and F Values of Gender Differences in WFC and FWC between
Profiles
Family profile
Men
Women

Work profile

Dual profile

Low profile

M

SD

M

SD

M

SD

M

SD

F(3,403)

WFC

22.69

5.35

23.62

5.02

22.57

5.36

24.91

5.50

3.16*

FWC

19.46

4.78

21.45

4.65

18.86

4.12

22.81

5.06

14.45**

WFC

23.55

6.17

23.09

5.68

21.86

6.44

23.49

4.90

1.95

FWC

20.82

4.90

21.08

5.10

18.85

5.28

22.21

4.54

6.85**

Note. WFC=Work-to-Family Conflict, FWC=Family-to-Work Conflict, *p < .05, **p < .01

Second, we carried out Scheffé posthoc analyses. We only found that men in the Low
profile had more WF conflicts than men in the Dual profile. With regard to FW conflicts, we
found that men in the Low profile had more FW conflicts than men in the Family profile. We
also found that men in the Low profile had more FW conflicts than men in the Dual profile.
Moreover, men in the Work profile were more likely to have FW conflicts than men in the
Dual profile.
Women in the Work profile had more FW conflicts than women in the Dual profile.
We also found that women in the Family profile had more FW conflicts than women in the
Dual profile. Women in the Low profile had more FW conflicts than women in the Dual
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profile. As mentioned for women, there were no differences found in WF conflicts among the
four profiles.

Discussion
In this study, no significant differences were found in WF and FW conflicts between
male and female participants. The present findings contradict the gender role
expectations hypothesis. According to this hypothesis, women experience more FW
conflicts than men because they have more family responsibilities than men, whereas
WF conflicts occur more often for men than for women because they spend more time
on their work and have more work responsibilities than women (e.g. Frone et al.,
1992b; Pleck, 1977). We may explain the present findings with the Rational theory
which suggests that the more time spent at work or family, the more WF or FW
conflicts are experienced by an individual (Gutek et al., 1991). Men and women in this
study worked full time for a minimum of 40 hours a week, and they had the same amount of
time spent at work. As a spouse and as a parent, men and women had duties and
responsibilities in their families. They had to arrange their time and share their home chores.
Consequently, there were no significant differences in the level of WF and FW conflicts
between these men and women. These findings are in agreement with the findings of Frone,
Russell, and Cooper (1992a) and Grzywacz and Marks (2000), and confirmed by a metaanalysis by Byron (2005) that there are no gender differences in either WF or FW conflicts.
The differences in WRI and FRI between male and female participants were
statistically significant. Men scored higher on WRI than women, and women scored higher
on FRI than men. These findings are in accordance with Cinnamon and Rich (2002b) and
may be explained by the gender role hypothesis (Greenhaus et al., 1987) which proposes
that traditional gender roles impose different levels of importance of work and family roles
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for men and women. Traditionally, men are the breadwinners of their family, so their roles
in the workplace are more important than those in their family (Major, 1993; Schwartzberg
& Dytell, 1996). For women, being a wife and a mother has a higher priority than their role
in the workplace (Gilbert, 1993). This finding confirms the traditional gender roles which
are still common in Indonesia, where men tend to focus more on their work roles and
women on their family roles.
Based on the level of life role importance of work and family, we found four profiles:
a Work profile, a Family profile, a Dual profile, and a Low profile. Out of the 808
participants, most of them had a Dual profile. More than one-third of the men and women in
this study ascribed high importance to both work and family roles. Men and women with a
Dual profile focus their attention, time, and resources on work as well as on family roles.
The present finding confirmed our hypothesis that there was no gender difference in
the Dual profile. This finding was also found by Cinamon and Rich (2002a) and by
Mencken and Winfield (2000). A possible explanation is that men and women in the Dual
profile

have

egalitarian/non-traditional

gender

role

attitudes.

Individuals

with

egalitarian/non-traditional gender role attitudes believe in an equal role distribution at work
and in the family (Korabik, McElwain, & Chappell, 2008).
In this study, we found no gender differences in the Dual profile group, but there were
significant gender differences concerning the Work profile group and the Family profile
group. There were more male participants than female participants in the Work profile
group, but it was the other way around in the Family profile group. These findings were also
found by Cinnamon and Rich (2002b) and by Friedman and Greenhaus (2000), and confirm
our hypothesis that was based on traditional gender role attitudes. Men value their work
roles as more important than their family roles (Major, 1993; Schwartzberg & Dytell, 1996).
Women value their family roles as more important than their work roles (Gilbert, 1993).
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Furthermore, the study showed that less than one-fifth of the participants had a Low
profile. Men and women in this profile group valued neither their work nor family roles as
most important. According to the Social Identity theory, men and women classify themselves
into various social categories or groups such as religious affiliations, hobby-based or social
communities or political groups (Ashforth & Mael, 1989; Hogg & Abrams, 1988; Stets &
Burke, 2000; Tajfel & Turner, 1985). There were more men than women in the Low profile
group. From the literature, it is clear that status and power differences typically favor men
according to gender hierarchy or patriarchy (e.g. Jagger & Rosenberg, 1984; Lerner, 1989;
Walby, 1990). Men need status and power more than women, not only in their workplace or
family but also in their hobby-based or social communities, religious affiliations or political
interest groups. This study focussed only on the major life role importances of men and
women in the workplace as an employee and at home as a parent and a spouse. If we should
had expanded the study on the Low profile group by adding roles in hobby-based or social
communities, religious affiliations or political interests groups, we probably would have
found that men and women with a Low profile valued their roles in this kind of organizations
as more important than their role at work or at home.
This study also disclosed that there were differences between the extent of WF and
FW conflicts between the four profile groups. The participants in the Dual profile group
experienced the least WF and FW conflicts compared to the participants in the Work,
Family, and Low profile. These results contradict the hypothesis of Cinnamon and Rich
(2002b) that there is a high expectation for men and women with a Dual profile to have WF
and FW conflicts. The present findings confirm the Enhancement Role theory or the
Expansion theory which states that involvement in multiple roles provides benefits,
satisfaction and that men and women have plentiful and widespread energy (Greenhaus &
Powell, 2006; Marks, 1977; Sieber, 1974). Participation in multiple roles will add energy
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and attention that might be given to each role (Rothbard, 2001). Based on the Enhancement
Role theory, a possible explanation as to why men and women in the Dual profile group
have less WF and FW conflicts is that they are able to manage their time and resources well.
They are capable of managing and focusing on their work optimally and are able to do their
family chores and to fulfill their responsibilities at home. The capability to manage work
and family roles maybe avoids conflicts of interests between work and family. We propose
more studies in the future that involve the positive sides of work and family that are root in
the Enhancement or Expansion theory. Some scholars suggested work-family enrichment
(Greenhaus & Powell, 2006), work-family integration (Greenhaus & Parasuraman, 1999),
and work-family positive spillover (Crouter, 1984; Kirchmeyer, 1992) with regard to the
Dual profile.
Another possible explanation why those in the Dual profile experienced the least WF
and FW conflicts is that men and women in this profile are egalitarian and have nontraditional gender-role attitudes. Some studies stated that men and women with
egalitarian/non-traditional gender-role attitudes benefit more from combining work and
family roles than those with traditional gender attitudes (Barnett & Hyde, 2001; Brennan,
Barnett, & Gareis, 2001; Hoffman, 1989; James, Barnett, & Brennan, 1998). Gender equity
in Indonesia has become a national issue in the last twenty years. The Indonesian
government has conducted gender equity programs in education, politics, and economics
(RI. 1984. Presidential Decree, 7; RI. 2000. Presidential Instruction, 9). The implementation
and socialization of these programs have probably increased egalitarian gender attitudes in
Indonesian men and women.
Another finding in this study showed that there was no significant difference between
people in the Work and Family profile with regard to the extent of WF and FW conflicts.
The possible explanation for it can be found in the Segmentation theory. Work-family
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segmentation is the separation between work and family, such that the two domains do not
affect one another (Burke & Greenglass, 1987; Lambert, 1990; Zedeck, 1992). Men and
women can participate or be involved in the workplace without negative influence on their
family, and vice versa (Greenhaus & Singh, 2004). Men and women in the Work profile and
the Family profile devote their time and resources to their most important role and reduce
their involvement in other roles. They intentionally and actively separate work roles from
family roles. So, they can reduce the extent of WF and FW conflicts.
We also found that the participants in the Low profile group experienced the most WF
and FW conflicts compared to those in the other three profile groups. The Social Role
theory may explain this finding (Greenhaus & Beutell, 1985). The main developmental tasks
for adults are working and taking care of their families (Havighurst, 1948) so the roles at
work and in the family should become couples main roles. Men and women in the Low
profile group attach less value to their work and family roles. They feel that duties and
responsibilities in their work and family roles are burdensome because they are not involved
in these roles. They do not focus their attention and energy on completing their duties in the
workplace and the family, but nevertheless they are obliged to perform in both domains.
This condition may increase their work-family conflicts.
A second possible explanation why people in the the Low profile group experienced
the most WF and FW conflicts compared to those in the other three profile groups may be
based on the Resource Drain theory. This theory refers to the transfer of resources from one
domain to another, because resources are limited (Morris & Madsen, 2007). Resources can
also be shifted to other domains that are not work or family related, such as community or
personal pursuits (Edwards & Rothbard, 2000). Maybe, men and women in the Low profile
group devote their resources to other roles in addition to work and family, so their available
resources in the workplace and their family are reduced. Therefore, they do not have enough
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resources to meet the demands of work and family. This situation may lead them more than
people in the other profiles into multiple conflicts in work, family, and other roles.
Additionally, we found differences in the extent of WF and FW conflicts between
men in the four profile groups. Men in the Dual profile group experienced the least WF
and FW conflicts compared to those in the Work, Family, and Low profile, while men
in the Low profile group experienced the most WF and FW conflicts.
The fact, that men in the Dual profile experienced the least WF and FW conflicts
is consistent with the Enhancement or Expansion theory (Marks, 1977; Sieber, 1974).
According to this theory, simultaneous involvement at work and in the family provides
benefits and increases satisfaction. Involvement in the family and work roles will add
energy and attention that might be given to each role (Greenhaus & Powell, 2006; Marks,
1977; Sieber, 1974). This condition may help them to avoid WF and FW conflicts.
On the other hand, men in the Low profile group experienced the most WF and
FW conflicts compared to men in other profiles. It may be explained by the Resource
Drain theory (Edwards & Rothbard, 2000; Morris & Madsen, 2007). Men in the Low
profile group transfer their personal resources such as time, energy, and attention not
only to fulfill work and family roles but also to their other roles. Hence, their resources
are reduced to meet the demands of their work and family roles. This situation may lead
them into more WF and FW conflicts.
Among women in the four profile groups, there were no differences in WF
conflicts. According to the Border theory (Clark, 2000), borders are lines of
demarcation between work, family, and other role domains. Borders are characterized in
part by their permeability. Permeability is the degree to which elements from other
domains may enter (Hall & Richter, 1988; Piotrkowski, 1978). Based on this theory, it
is possible that the family domain is more permeable to inference than the work domain
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for women in all profile groups. This argument is in agreement with Frone, Russell, and
Cooper (1992b) who suggested that the family domain is more permeable than the work
domain.
Women in the Dual profile experienced the least FW conflicts. This result is
consistent with the Enhancement or Expansion theory (Marks, 1977; Sieber, 1974).
Women with a Dual profile devote their time, energy, and attention to perform in their
workplace and in the family. High involvement in these roles provides benefits such as
role privileges, status security, status enhancement, and enrichment in personality
(Sieber, 1974). Therefore, they experience less conflicts between family and work.
Women in the Low profile experienced the most FW conflicts. This finding may
be explained by the Resource Drain theory (Edwards & Rothbard, 2000; Morris &
Madsen, 2007). Women with Low profile have limited psychological and social
resources, so participation in multiple roles reduces their resources in the work and
family domain. This condition increases their conflicts between family and work.
There are limitations of the present study that should be noted. The research design
was cross-sectional, prohibiting conclusions about the dynamics of role importance and
work-family conflict on individual life stages. We encourage longitudinal research in the
future. Participants in this research were taken from two major cities in Indonesia,
where the cities fairly represented the urban area. We suggest future research to use
participants from various major cities and rural area in Indonesia to increase the
possibility of generalizing.
But, this study has also strenghts. First, we found a Low profile group which has
not been found by other studies (e.g. Cinamon & Rich, 2002b; Fournier et al., 2009).
Second, we conducted this study in Indonesia, a non-western country with a collectivistic
culture. Most studies on work-family conflicts have been conducted in the individualistic
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Western culture. Thirdly, in this study we used married couples as respondents to
describe gender differences more comprehensive in the context of interpersonal
relations between husband and wife.
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Chapter 3
Crossover of Work-family Conflict, Marital and Job Satisfaction
Among Indonesian Working Couples1

Abstract
The purpose of this study was to examine relationships between work-family (WF) conflicts, familywork conflicts (FW), and marital and job satisfaction. The sample consisted of 404 working couples
with children. We found positive relationships between husband’s WF conflicts and wife’s FW
conflicts, between husband’s FW conflicts and wife’s WF conflicts, and between husband’s and
wife’s marital and job satisfaction. In four models, we tested crossover effects between the study
variables. In a first model, we tested whether we could find a mediating effect of husband’s marital
satisfaction between husband’s WF conflicts and his wife’s marital satisfaction. That first model did
not fit the data. A second model showed that wife’s marital satisfaction partially mediated between
wife’s WF conflicts and her husband’s marital satisfaction. In a third model, we found full mediation
of husband’s job satisfaction with regard to the relationship between husband’s FW conflicts and his
wife’s job satisfaction. In a fourth model, we found full mediation of wife’s job satisfaction with
regard to the relationship between wife’s FW conflicts and her husband’s job satisfaction.

Keywords: Crossover, work-family conflict, marital satisfaction, job satisfaction

______________________________
1
Submitted for Publication: Kuntari, I.S.R., Janssens, J.M.A.M., & Ginting, H. Crossover of Work-family
Conflict, Marital and Job Satisfaction Among Indonesian Working Couples
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Introduction
Work and family are two important domains of adult’s life. In these two domains,
individuals perform different roles simultaneously (e.g., employee, husband or wife, father or
mother). Working couples, especially those who have children, experience challenges to
manage the demands of work and family. Indonesian working couples also encounter these
challenges. In line with the development of Indonesia as industrialized country, there is an
increasing number of working couples in urban areas and a rising number of women entering
the workforce (BPS, 2014).
The Indonesian government ensures that women have equal opportunities to obtain
employment without discrimination (RI. 2003. Labour Laws, 13:5).

Therefore, gender

equality becomes essential in Indonesia. Moreover, the government supported the programs
of gender equality in education, politics, and economics (RI. 1984. Presidential Decree, 7; RI.
2000. Presidential Instruction, 9). In line with the awareness of gender equality, there is a
change in urban Indonesian men’s and women’s family roles. The traditional family pattern
of the husband as breadwinner and the wife as a homemaker is now a minority. Furthermore,
there is a rising number of working couples who combined parenthood with full-time paid
work. Working long hours as a full time employee, limits the extent to which couples are
physically and psychologically available for family activities.
The fulfillment of the demands of both work and family roles arises potential conflicts.
The conflict between these roles is known as work-family conflict. Work-family conflicts
occur when demands associated with one role (work or family) are incompatible with the
other role. Such conflicts may arise because the performance of one role consumes time,
creates strain, or is behaviorally incompatible with the performance of another role
(Greenhaus & Beutell, 1985). The work-family conflict has been conceptualized as being “bidirectional” (Frone, Russell, & Cooper, 1992): work roles may interfere with family roles

34

(work-to-family conflict, WF conflict) and family roles may interfere with work roles
(family-to-work conflict, FW conflict). Moreover, these two types of conflict are viewed as
being reciprocal and inter-correlated in nature (Frone et al., 1992).
The conflict has been the dominant paradigm for most work-family research during the
past quarter of the last century (Parasuraman & Greenhaus, 2002). It is based on the Scarcity
theory that everyone has limited energy to perform work and family roles at once (Friedman,
Christensen, & DeGroot, 1998). Based on this theory, performing the work (family) role at a
time consumes energy to perform the family (work) role since everyone has limited energy.
This perspective is supported by the Role Stress theory within the field of occupational health
psychology. It is assumed that managing multiple roles such as work and family are difficult
to perform and leads to strain for the individual. However, the majority of work-family
studies used the individual as the unit of analysis instead of the couple (Parasuraman &
Greenhaus, 2002), while there is no doubt that “couples” are the basis of a family. So, the
relationship between work and family is obviously not an individual problem, but couples’
joint problem (Zhang & Liu, 2011). Studying the couple as a unit of analysis allows the
examination of crossover effects of the stress of one spouse to the other due to conflicts
between work and family (Greenhaus, Parasuraman, Granrose,

Rabinowitz, & Beutell,

1989; Parasuraman, Greenhaus, & Granrose, 1992; Westman & Etzion, 1995). Very few
studies have examined bi-directional crossover effects of work-family conflicts on both
spouses (Westman & Etzion, 2005). In this study, we examined the bi-directional crossover
effects of work-family conflicts using husband and wife as marital dyad as the unit of
analysis.
A crossover effect is defined as the transmission of stress that arises due to conflicts
from the one spouse to the other (Hammer, Allen, & Grigsby, 1997; Westman, 2001). Some
scholars have theorized that among married couples, a spouse’s WF conflicts and FW
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conflicts have the potential to affect the partner in the other domain. This refers to a crossover
effect (Minnotte, Minnotte, & Pedersen, 2013). Several studies have examined WF and FW
conflicts regarding crossover effects (e.g., Bakker, Westman, & Emmerik, 2009; Hammer et
al., 1997; Westman & Etzion, 2005). These studies found that when the one partner
experienced WF and FW conflicts, there was a crossover effect of FW and WF conflicts on
the other partner (Hammer et al., 1997; Westman & Etzion, 2005; Zhang, Foley, & Yang,
2013). Based on these previous studies, our first research question was whether husband’s
WF conflicts and wife’s FW conflicts were positively related and whether there were positive
relations between husband’s FW conflicts and wife’s WF conflicts.
Work-family conflicts, as a source of stress, have been linked to many undesirable
effects, including marital dissatisfaction (Bedeian, Burke, & Moffett, 1988;

Westman,

Vinokur, Hamilton, & Roziner, 2004) and job dissatisfaction (Carlson, Grzywacz, & Kacmar,
2010; Carly, Allen, & Spector, 2002; Kossek & Ozeki, 1998). Previous studies in this area
(Adams, King, & King, 1996; Frone et al., 1992; Frone, Yardley, & Markel, 1997) found that
WF conflicts were negatively related to marital satisfaction and that FW conflicts were
negatively related to job satisfaction. Based on previous studies, we assumed a negative
crossover effect of husband’s WF conflicts on his wife’s marital satisfaction and vice versa.
We also assumed a negative crossover effect of husband’s FW conflicts on his wife’s job
satisfaction and vice versa.
Married couples are sharing positive and negative events. One form of negative events
are work-family conflicts. Work-family conflicts may lead to marital and job dissatisfaction
of one spouse (Blair, 1993; Rogers, 1996; Stevens, Kiger, & Riley, 2006), and to negative
interactions with the partner (Crouter, Jenkins, Huston, & Crawford, 1989). This negative
interaction reduces partner’s satisfaction.
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Our second research question was based on earlier studies on the relationships between
WF conflicts and marital satisfaction, and between FW conflicts and job satisfaction. We
tested four theoretical models. In the first model, we examined whether husband's marital
satisfaction mediated the effect of husband's WF conflicts on his wife's marital satisfaction.
In the second model, we tested whether wife’s marital satisfaction mediated the effect of
wife’s WF conflicts on her husband’s marital satisfaction. In a third model, we examined
whether husband's job satisfaction mediated the effect of husband's FW conflicts on his wife's
job satisfaction. In a fourth model, we tested whether wife's job satisfaction mediated the
effect of wife's FW conflicts on her husband's job satisfaction.

Method
Participants
Participants in this study were 404 full time working couples in Indonesia, who worked at
least 40 hours a week, having at least one child, and who lived together. More than 50% of
the couples had one child (n = 220; 54.5%), and nearly half of them had two or more children
(n = 184; 45.5%). Approximately a quarter of the husbands were between 20 and 30 years of
age (n = 99; 24.5%), nearly half of them were between 31 and 40 years old (n = 188; 46.5%),
over a quarter were more than 40 years old (n = 117; 29.0%). Almost half of the husbands
had a university degree (n = 196; 48.5%), approximately a half a senior high school degree (n
= 188; 46.5%), and a small number of husbands had a junior high school degree (n = 20; 5%).
More than a third of the wives were between 20 and 30 years of age (n = 145; 35.9%), a
large proportion of wives were between 31 and 40 years old (n = 172; 42.6%), and about a
fifth was older than 40 years old (n = 87; 21.5%). Over two-third had a university degree (n =
276; 68.3%), more than a quarter had a senior high school degree (n = 116; 28.7%), and a
very small number of wives had a junior high school degree (n = 12; 3.0%).
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Research procedure
Human Resource Departments of firms located in Bandung and Jakarta were contacted to
request permission to conduct the research involving their employees. These companies were
engaged in manufacturing, bank, telecommunication, security, and education. Total five
companies were involved in this study. After obtaining approval of the Human Resources
Managers of the companies, 450 packages with questionnaires were distributed to the
employees who were working couples and had at least one child; 404 were returned resulting
in a response rate of 89.78 percent. The data were collected between February and April
2013.
Instruments
Work-Family Conflict
Work-family conflicts were measured by using Carlson, Kacmar, and Williams’s (2000) 18
items scale. The scale consists of two dimensions, work-to-family (WF) conflict, and familyto-work (FW) conflict. Each dimension consists of 9 items. An example item of the WF
conflict scale is, “My work keeps me from my family activities more than I would like.” An
example of an item of the FW conflict scale is, “I have to miss work activities due to the
amount of time I must spend on family responsibilities.” The scale ranges from 1 (strongly
disagree) to 5 (strongly agree). The work-family conflict scale was adapted and translated
into the Indonesian language conducted by three independent translators using the forwardback translation technique. The translation was done by two independent translators in the
forward-translation phase and by one independent translator in the back-translation phase.
Cronbach’s alphas of WFC were .81 for husbands and .87 for wives, with total scores ranging
from 9 to 45 for both husbands and wives. Cronbach’s alphas of FWC were .81 for husbands
and .87 for wives, with total scores ranging from 9 to 45 for both husbands and wives.
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Job Satisfaction
Job satisfaction was assessed by using Roelen, Koopmans, and Groothoff’s (2008) nine items
scale. Each item represented one aspect of work namely, work pace, workload, task variety,
working conditions, work times, salary, supervisor, colleagues, and work briefings. An
example of an item is “I am satisfied with my work conditions.” The scale ranged from 1
(strongly disagree) to 5 (strongly agree). The job satisfaction scale was adapted and translated
into the Indonesian language conducted by three independent translators using the forwardback translation technique. Cronbach’s alphas of job satisfaction were .87 for husbands and
.87 for wives. Sum scores ranged from 9 to 45.

Marital Satisfaction
The three items of the Kansas Marital Satisfaction (KMS) scale from Schumm, Paff-Bergen,
Hatch, Obiorah, Copeland, Meens, and Bugaighis (1986) were used to assess marital
satisfaction. The scale ranged from 1 (very dissatisfied) to 5 (very satisfied). An example of
an item is “How satisfied are you with your marriage?” The marital satisfaction scale was
adapted and translated into the Indonesian language conducted by three independent
translators using the forward-back translation technique. Cronbach’s alphas of marital
satisfaction were .93 for husbands and .94 for wives, with total scores ranging from 3 to 15.

Results
Table 1 presents the means, standard deviations, and correlations among the study variables.
For both husbands and wives, the scores on WF and FW conflicts were low, and their scores
on marital and job satisfaction were rather high.
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Table 1
Means, Standard Deviations, and Correlations of Study Variables
M

SD

1

2

3

4

5

6

1. H WFC

23.29

5.30

-

2. W WFC

22.84

6.04

.47**

-

3. H FWC

20.42

4.76

.65**

.51**

4. W FWC

20.36

5.17

.40**

.74**

.57**

-

5. H MS

13.34

1.77

-.06

-.17**

-.19**

-.19**

-

6. W MS

13.32

1.77

-.01

-.13**

-.09

-.14**

.63**

-

7. H JS

32.12

5.29

-.18**

-.15**

-.17**

-.13**

.24**

.18**

8. W JS

32.31

4.93

-.03

-.19**

-.15**

-.18**

.27**

.32**

7

8

-

.48**

-

Note. H=Husband, W=Wife, WFC=Work-to-Family Conflict, FWC=Family-to-Work Conflict, MS=Marital
Satisfaction, JS=Job Satisfaction, **p<.01

Our first research question concerned the relationship between husband’s WF conflicts
and wife’s FW conflicts and the relationship between husband’s FW conflicts and wife’s WF
conflicts. We found a positive relationship between husband’s WF conflicts and wife’s FW
conflicts (r = .40, p < .01) and a positive correlation between husband’s FW conflicts and
wife’s WF conflicts (r = .51, p < .01) (see Table 1).
To address our second research question, we tested four models with Baron and
Kenny’s procedure to examine mediating effects and examined the significance of mediation
by Sobel tests. According to Baron and Kenny (1986), there are four conditions that have to
be fulfilled to establish mediation (see Figure 1).

a
Predictor
Variable

Mediator
Variable

c
,
,c'
,

Figure 1
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b
Criterion
Variable

Based on regression analyses, it should be considered that first, the predictor variable
affects the criterion variable as shown in path c. Second, the predictor variable affects the
mediator as shown in the path a. Third, the mediator affects the criterion variable when both
the predictor variable and the mediating variable were used as predictors as shown in path b.
Fourth, the effect of the predictor variable on the criterion variable must be less when the
mediator was introduced in the regression analysis as shown in path c’. Full mediation is
demonstrated if the predictor variable no longer has any direct effect on the criterion variable
after inclusion of the mediator in the regression analysis. Partial mediation is established if
the effect of the predictor variable on the criterion variable is substantially reduced but
remains significant after inclusion of the mediator variable in the regression analysis (Baron
& Kenny, 1986). To verify that the mediator variable partially or fully mediated the effects
of a predictor variable on the criterion variable, we used Sobel tests (Sobel, 1982, 1986).
Our first model supposed a mediating effect of husband’s marital satisfaction between
husband’s WF conflicts and his wife’s marital satisfaction. We did not find a relationship
between the independent variable (husband’s WF conflicts) and the dependent variable (his
wife’s marital satisfaction) (r = -.01, n.s) (see Table 1). So, it did not make sense to examine
the mediating effect of husband’s marital satisfaction between these two variables.
In the second model, we hypothesized that wife's marital satisfaction mediated the
relationship between wife's WF conflicts and her husband's marital satisfaction. We found
that wife’s WF conflicts were negatively related to her marital satisfaction (r = -.13, p < .01).
We also found a positive relationship between wife’s and husband’s marital satisfaction (r =
.63, p < .01) and a negative relationship between wife’s WF conflicts and her husband’s
marital satisfaction (r = -.17, p < .01).
Since we found significant correlations between all variables, we conducted Baron and
Kenny’s analysis. In a first regression analysis, we regressed only wife’s WF conflicts on her
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husband’s marital satisfaction and found a significant regression coefficient (β1 = -.17, p <
.01). In a second regression analysis, we regressed wife’s WF conflicts and her marital
satisfaction on husband’s marital satisfaction. The regression coefficient of wife’s WF
conflicts on her husband’s marital satisfaction was still significant (β2 = -.09, p < .05), but
analyzed with a Sobel test significant lower (t = -10.03, p <.01) than in the first regression
analysis. This result showed that wife’s marital satisfaction partially mediated between wife’s
WF conflicts and her husband’s marital satisfaction.
In the third model, we examined whether husband's job satisfaction mediated the
relationship between husband's FW conflicts and his wife's job satisfaction. We found that
husband’s FW conflicts were negatively related to his job satisfaction (r = -.17, p < .01). We
also found a positive relationship between husband’s and wife’s job satisfaction (r = .48, p <
.01) and a negative relationship between husband’s FW conflicts and his wife’s job
satisfaction (r = -.15, p < .01) (see Table 1).
In a first regression analysis, we regressed only husband’s FW conflicts on his wife’s
job satisfaction and found a significant regression coefficient (β1 = -.15, p < .01). In a second
regression analysis, we regressed husband’s FW conflicts and his job satisfaction on his
wife’s job satisfaction. The regression coefficient of husband’s FW conflicts on his wife’s
job satisfaction was no longer significant (β2 = -.06, n.s.), and analyzed with a Sobel test
significant lower (t = -3.27, p <.01) than in the first regression analysis. This result confirms
a significant full mediation of husband’s job satisfaction with regard to the relationship
between husband’s FW conflicts and his wife’s job satisfaction
In the fourth model, we examined whether wife’s job satisfaction mediated the
relationship between wife’s FW conflicts and her husband’s job satisfaction. We found that
wife’s FW conflicts were negatively related to her job satisfaction (r = -.18, p < .01). We also
found a positive relationship between husband’s and wife’s job satisfaction (r = .48, p < .01)
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and a negative relationship between wife’s FW conflicts and her husband’s job satisfaction (r
= -.13, p < .01) (see Table 1).
In a first regression analysis, we regressed only wife’s FW conflicts on her husband’s
job satisfaction and found a significant regression coefficient (β1 = -.13, p < .01). In a second
regression analysis, we regressed wife’s FW conflicts and her job satisfaction on husband’s
job satisfaction. The regression coefficient of wife’s FW conflicts on his wife’s job
satisfaction was no longer significant (β2 = -.05, n.s.), and analyzed with a Sobel test
significant lower (t = -3.37, p <.01) than in the first regression analysis. This result indicated
a significant full mediation of wife’s job satisfaction with regard to the relationship between
wife’s FW conflicts and her husband’s job satisfaction.

Discussion
In this study, we found a positive relationship between husband’s WF conflicts and wife’s
FW conflicts. This finding confirmed our hypothesis regarding crossover effects of husband’s
WF conflicts on his wife’s FW conflicts. We also found a positive relationship between
husband’s FW conflicts and wife’s WF conflicts. This result confirmed the crossover effects
of husband’s FW conflicts on wife’s WF conflicts. These findings are in agreement with the
studies of Bakker and Demerouti (2008) and Cinnamon, Weisel, and Tzuk (2007). They
stated that when one spouse experienced WF conflicts because of demanding time, effort, and
resources at work, the other spouse may exhibit FW conflicts because he or she has no option
and has to invest more time, effort, and resources in the family.
A second explanation for the positive relationship between husband’s WF (FW)
conflicts and wife’s FW (WF) conflicts is that there is a direct transmission of stress and
strain between partners. Married couples influence each other. When one spouse experiences
WF or FW conflicts as a source of stress and strain, it will produce an empathic reaction in
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the other. This empathic reaction may increase the other’s level of stress or strain (Westman,
2001, 2002; Westman & Etzion, 1999) and may lead to an increase of work-family conflicts.
The importance of empathy for couples’ relationship is emphasized by Lazarus (1991) who
defined empathy as “sharing another’s feeling by placing oneself psychologically in that
person’s circumstances” (p. 287). Therefore, we propose future studies to add empathy as a
potential variable that directs the crossover process as suggested by Westman (2001).
A third explanation for the positive relationship between husband’s WF (FW) conflicts
and wife’s FW (WF) conflicts is that the relationship between partners’ strain is spurious,
since what appears to be a crossover effect is the result of common stressors experienced by
both partners (Westman, 2001, 2002; Westman & Etzion, 1999). The couples who
participated in this study worked at least 40 hours a week. Perhaps both husbands and wives
experience work and family pressure at the same time. Consequently, their feelings of
exhaustion and conflicts between work and family are common.
In model 1, we did not find a mediating effect of husband’s marital satisfaction between
husband’s WF conflicts and his wife’s marital satisfaction. This result may be explained by
traditional gender role attitudes (Greenhaus, Bedeian, & Mossholder, 1987). Couples with
traditional gender attitudes have the same perception regarding their duties at work and in the
family. These couples will accept that husband’s role at work is more important than his
family role. For the wife, family responsibilities are more important to fulfill than work
responsibilities (Major, 1993; Schwartzberg & Dytell, 1996). Husbands with traditional
gender attitudes tend to work longer hours to fulfill their work demands and responsibilities
(Reynolds, 2005; Minnote et al., 2013) and this reduces their time and resources to meet
family responsibilities. Their wives who have traditional gender attitudes will be tolerant and
will do more household chores, and will therefore not experience less marital satisfaction. In
this study, we only focused on relationships between WF conflicts and marital satisfaction.
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We propose that future research should consider how couples’ gender role attitudes may
influence the relationship between husband’s WF conflicts and his wife’s marital satisfaction.
In our study, we did not find a relationship between husband’s WF conflicts and his
marital satisfaction, but we found a significant negative relationship between husband’s FW
conflicts and his marital satisfaction. Gender role attitudes and life role importance may
explain these results (Amatea, Cross, Clark, & Bobby, 1986; Greenhaus et al., 1987;
Greenhaus & Beutell, 1985). Husbands with traditional gender role attitudes assume that their
work role is more important than their family role. Husbands with a high level of work role
importance will devote their time, effort, and resources to fulfill their work demands, but they
also have family tasks. This situation may lead to WF conflicts, but if their wives accept this
situation, the husbands’ marital satisfaction will not decrease. However, when husbands
experience FW conflicts their marital satisfaction decreases, because husbands with
traditional gender roles expect that their wives will be more concerned about family affairs so
that they can more involve in their work and do not have to handle family affairs. Therefore,
the more FW conflicts experienced by husbands, the less marital satisfaction they fell.
We found that husband’s marital satisfaction was significantly and positively related to
his wife’s marital satisfaction. This finding is in agreement with Demerouti, Bakker, and
Schaufeli (2005) who proposed that positive experiences or feelings may crossover directly
between husband and wife.
Furthermore, this study showed a negative relationship between wife’s WF conflicts
and husband’s marital satisfaction. This finding confirms a direct crossover effect from
wife’s WF conflicts to her husband’s marital satisfaction. A possible explanation is that WF
conflicts, a source of stress for the wife because her work demands, make it difficult for her
to meet family demands and responsibilities (Bellavia & Frone, 2005). The wife’s experience
of WF conflicts may result in increased demands for her husband’s participation in child care
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and housework. So, wife’s WF conflicts can serve as a source of conflict with her husband
(Swanson & Power, 1999). This may lead to higher levels of negative marital interaction
(Crouter et al., 1989). The negative marital interaction may create marital strains and tensions
which may lead to a decrease of husband’s marital satisfaction.
In this study, we found a significant negative relationship between wife’s WF conflicts
and her marital satisfaction. This finding is in agreement with previous studies (e.g., Adams
et al., 1996; Frone et al., 1992; Frone et al., 1997). WF conflicts are conceptualized as a
source of stress associated with work that makes it difficult to meet family demands and
responsibilities (Bellavia & Frone, 2005). An explanation for this result may be based on
traditional gender role attitudes (Greenhaus et al., 1987). For a wife, her family role has more
priority than her work role (Gilbert, 1993). The difficulty to fulfill the family role may
increase stress and strain in the family domain, and that reduces her marital satisfaction.
Our second model confirmed that the relation between wife’s WF conflicts and her
husband’s marital satisfaction was partially mediated by wife’s marital satisfaction. This
result suggested that there are other variables that may mediate the relation between wife’s
WF conflicts and husband’s marital satisfaction. Earlier studies state that marital satisfaction
was related to higher occupational status, higher income, higher educational level, similarities
between spouses in age and religion, esteem for the spouse, sexual satisfaction, and
companionship (Steinmetz, Clavan, & Stein, 1990). Future research should consider whether
these variables mediate between WF conflicts and marital satisfaction.
We found a significant negative relationship between husband/wife FW conflicts and
his/her job satisfaction. These results are consistent with previous studies (e.g., Anderson,
Coffey, & Byerly, 2002; Aryee, Luk, Leung, & Lo, 1999; Aryee, Srinivas, & Tan, 2005;
Netemeyer, Maxham, & Pullig, 2005). FW conflicts are a source of stress from the family
domain that complicates people to fully focus on their work demands and responsibilities.
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According to the Social Role theory, there are negative sanctions if an individual fails to
complete work demands and responsibilities (Greenhaus & Beutell, 1985). The negative
sanctions at work may lead to feelings of job dissatisfaction, particularly if the organization
does not have a work-family culture. We suggest that future studies examine the influence of
the organization culture on the relationship between FW conflicts and job satisfaction.
Our third model revealed that husband’s job satisfaction mediated the relationship
between husband’s FW conflicts and his wife’s job satisfaction. It appeared that the more FW
conflicts perceived by a husband, the lower job satisfaction felt by his wife, as a result of her
husband’s lower job satisfaction. The fourth model showed that wife’s job satisfaction
mediated the relationship between wife’s FW conflicts and her husband’s job satisfaction.
This finding means that the more FW conflicts experienced by a wife, the more job
dissatisfaction is experienced by her husband because of the wife’s decreased job satisfaction.
These findings provide evidence that someone’s experience of job satisfaction is important
for his/her partner’s job satisfaction. These results are explained by Westman (2001), who
suggested that crossover is a dyadic, inter-individual transmission of stress. In this study,
stress and negative feelings such as job dissatisfaction may crossover from one spouse to the
other. It has been suggested that these crossovers have strong links with emotions and that the
process occurs through the unconscious transmission of each other’s emotions (Bakker et al.,
2009).
Additional findings in our study revealed a significant positive relationship between
husband’s job satisfaction and his marital satisfaction, and that wife’s job satisfaction was
positively related to her marital satisfaction. These findings are consistent with the findings of
previous studies that job satisfaction and marital satisfaction are positively related to one
another, both cross-sectionally and over time (e.g., Heller & Watson, 2005; Rogers & May,
2003). A possible explanation for this is that the relationship between job and marital
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satisfaction is driven by a negative or positive spillover of emotional states. Researchers
proposed that spillover occurs when experiences in the work domain are transferred to the
family domain and vice versa (e.g., Demerouti et al., 2005; Lambert, 1990; Leiter & Durup,
1996). Moreover, Grzywacz and Marks (2000) proposed that spillover may be either positive
or negative. From the perspective of negative spillover, job dissatisfaction is likely to lead to
marital dissatisfaction and vice versa. The positive spillover perspective suggests that positive
feelings such as job satisfaction may transfer to marital satisfaction, and vice versa.
This study contributes to the literature on work-family conflicts and satisfaction in two
ways. First, although the effects of work-family conflicts on marital satisfaction and job
satisfaction have been analyzed before (Westman et al., 2004), the direct crossover effects on
partner’s marital satisfaction and job satisfaction are rarely found. Second, to our knowledge,
this is the first study that examined crossover effects of WF conflicts and FW conflicts on
partner’s marital satisfaction and job satisfaction. The results of this study may complement
previous studies about crossover effects on stress and strain such as marital dissatisfaction
and job dissatisfaction from husband to wife, and vice versa.
In term of limitations, in this research, we used self-reported data to assess WF and FW
conflicts. Future studies should measure WF and FW conflicts by spouse’s perception of
these conflicts. A second limitation is that the design of the study was cross-sectional. Future
studies should consider longitudinal studies because WF and FW conflicts, marital and job
satisfactions are dynamic processes. So, it is important to follow couples during several life
stages.
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Chapter 4
Life Role Importance, Work-Family Conflict, and Satisfaction
Among Indonesian Working Couples1

Abstract
This study examined relationships between life role importance, work-family conflicts, job, and
marital satisfaction. The sample consisted of 404 Indonesian working couples. We did not found a
relationship between work role importance and work to family conflicts. We found a negative
relationship between family role importance and family to work conflicts, and found that work to
family conflicts were negatively related to marital satisfaction, whereas family to work conflicts were
negatively related to job satisfaction. We found that both work and family role importance were
positively related to job and marital satisfaction. We tested the mediating effect of work to family
conflicts between work role importance and marital satisfaction. We did not find a relationship
between work role importance and work to family conflicts, so it did not make sense to test a
mediating model. In a second model, we found that family to work conflicts partially mediated the
relationship between family role importance and job satisfaction.

Keywords: work-family role importance, work-family conflict, job satisfaction, marital satisfaction

________________________

1
Submitted for Publication: Kuntari, I.S.R. & Janssens, J.M.A.M. Life Role Importance, Work-Family Conflict,
and Satisfaction Among Indonesian Working Couples
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Introduction
Indonesia experiences a more rapid economic growth compared to other ASEAN countries
with a high productive labor force (ILO, 2015). As Indonesia moves towards
industrialization, the participation of women in the labor force steadily increases (BPS, 2013,
2014). An increasing number of women entering the labor force has led to a rising number of
working couples in urban Indonesia. The increasing number of working couples has
stimulated men and women to combine responsibilities at work and at home. In Western
countries, empirical studies have confirmed that the amount of time that working couples
spend at work has increased to ten hours more per week in 1997 than in 1970 (Jacobs &
Gerson, 1998; Mishel, Bernstein, & Schmitt, 2001). A similar situation has occurred in
Indonesia. According to the Indonesian Labor Laws on working hours, full-time employees
have to work at least 40 hours a week (RI. 2003. Labor Laws No. 13, 77:2). As full-time
employees, working couples may have difficulties in performing household chores,
conducting activities with family members, and caring for their children because of time
constraints.
Working couples have to deal with this particular problem between work and family
responsibilities (Moen, 1985; Parasuraman, Greenhaus, & Granrose, 1992). Combining work
and family roles may lead to work-family conflicts. Work-family conflicts occur due to
contradicting work and family demands (Greenhaus & Beutell, 1985; Kahn, Wolfe, Quinn,
Snoek, & Rosenthal, 1964). Previous studies found that work-family conflicts were mostly
experienced by people who were married and had children (Aryee, Fields, & Luk, 1999).
Based on the Scarcity theory, human energy is fixed and limited, so working couples have
limited resources that will run out when they perform in more than one domain. Resources
expended in one domain deplete those available in another domain, leading to diminished
role quality in the domain that receives less resources (Gutek, Searle, & Klepa, 1991).
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To date, the majority of work-family studies on Asian people have been conducted in
East Asian countries such as China, Taiwan, Japan, Korea, and Hongkong (e.g., Aryee et al.,
1999; Ling & Poweli, 2001; Lu, Gilmour, Kao, & Huang, 2006; Park & Liao, 2000; Shimazu,
Bakker, Demerouti, & Peeters, 2010). There is a lack of work-family studies in South East
Asian countries such as Indonesia. The purpose of this study was to fill the gap in those
previous studies to obtain an overview of work-family conflicts among Indonesian working
couples. In general, Asian people have a collectivistic culture. In a collectivistic society,
individuals define themselves depending on their group membership (e.g., their country,
company, or family) and prioritize group goals instead of personal goals (Triandis, 1995).
They have the tendency to identify work as a “natural extension of familial expectations”
instead of identifying it “for the purpose of individual self-actualization” (Grahame, 2003;
Park & Liao, 2000). The idea that individuals work to fulfill their family obligations (Yang,
Chen, Choi, & Zou, 2000) fits Indonesians. Indonesian working couples are struggling to
fulfill the economic demands not only for their nuclear family but also for the extended
family.

According to the Scarcity theory (Friedman, Christensen, & DeGroot, 1998),

working couples have limited energy, time, and resources. So, performing in the family role
may reduce their energy to perform in their work role, and vice versa. Therefore, Indonesian
working couples may be susceptible to experience work-family conflicts.
Initially, work-family conflict was seen as a “unidimensional construct” by a number of
researchers (Geurts & Demerouti, 2003). However, recently empirical evidence has shown
that work-family conflict is a “bidirectional construct” (Frone, Russell, & Cooper, 1992;
Gutek et al., 1991), which means that work may interfere with the family domain (work to
family conflict, WFC) and family may interfere with work (family to work conflict, FWC).
Previous studies have supported the concept that WFC and FWC are two distinct constructs
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(Frone et al., 1992; Kelloway, Gottlieb, & Barham, 1999; Netemeyer, Boles, & McMurrian,
1996).
The conflicts between work and family roles are exacerbated when one role is more
important for an individual’s self-concept than another role (Greenhaus & Beutell, 1985).
This proposition has been studied under the term of role involvement or role importance.
Role importance points to a role which gives a sense of meaning, self-appreciation, and a
sense of purpose to an individual (Noor, 2004). Work and family role importance refer to the
level of psychological attachment or connection to work and family roles (Frone, 2003;
Greenhaus & Parasuraman, 1999; Yogev & Brett, 1985). Working couples have many roles:
as an employee in the work domain and as a parent and a spouse in the family domain. These
roles give them a clear identity of who they are (Reitzes & Mutran, 1994). An individual who
attributes greater importance to a particular role will invest more time and energy in that role
(O’Neil & Greenberger, 1994). Individuals vary in their involvement in work and family
roles (Greenhaus, Parasuraman, Granrose, Rabinowitz, & Beutell, 1989; Parasuraman &
Greenhaus, 1993). An individual may perceive that his/her work role is more important than
his/her family role, or vice versa.
The linkage between role importance and work-family conflicts may be clarified by the
Role theory and the Resource Drain theory (Michel, Kotrba, Mitchelson, Clark, & Baltes,
2011). Based on the Role theory (Kahn et al., 1964; Katz & Kahn, 1978), every role has
expectations and demands; individuals may become psychologically involved in a role which
is considered as more important. There are negative sanctions if individuals cannot meet the
expectations and demands of their work or family role. Demands and expectations of work
and family may arise at the same time, which may increase work-family conflicts.
According to the Resource Drain theory, individuals have limited physical and
psychological resources such as time, attention, and energy. Increased psychological
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involvement in one role will decrease physical and psychological resources in other roles,
resulting in more work-family conflicts in the roles that are considered as important. As
suggested by Friedman and Greenhaus (2000), individuals who attribute greater importance
to their work role (WRI) are more likely to experience work to family conflicts (WFC).
Individuals with high family role importance (FRI) focus more on their family role and,
consequently, they experience more family to work conflicts (FWC). These arguments are
supported by several studies that found that increased involvement in the work (family) role
considered important is positively associated with increased WFC c.q. FWC (Carlson &
Perrewé, 1999; Greenhaus, Bedeian, & Mossholder, 1987; Hammer, Allen, & Grigsby,
1997). In this study, our first hypothesis was that WRI was positively related to WFC,
whereas FRI was positively related to FWC.
Studies revealed that work-family conflicts are sources of stress, which may lead to
decreased well-being or imbalanced outcomes for individuals. Work-family conflicts have
been associated with diminished satisfaction, including marital dissatisfaction (Bedeian,
Burke, & Moffett, 1988) and job dissatisfaction (Carlson, Grzywacz, & Kacmar, 2010; Carly,
Allen, & Spector, 2002; Kossek & Ozeki, 1998). Previous studies in this area (Adams, King,
& King, 1996; Frone et al., 1992; Frone, Yardley, & Markel, 1997) found that WFC was
negatively related to marital satisfaction and that FWC was negatively related to job
satisfaction. Satisfaction experienced by an individual decreases when he/she has difficulties
in meeting the demands and expectations of a role because of interference from another role
(Carlson & Kacmar, 2000). Based on previous studies, our second hypothesis was that WFC
was negatively related to marital satisfaction, whereas FWC was negatively related to job
satisfaction.
Several studies found a positive relationship between WRI and job satisfaction (Aryee
et al., 1999; Carlson & Kacmar, 2000; Noor, 2004), and between FRI and family satisfaction
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(Aryee et al., 1999; Carlson & Kacmar, 2000). The linkage between life role importance (i.e.
work, family) and satisfaction (i.e. job, marital) may be explained as follow. When
individuals become more involved and invest more of themselves in one particular domain
(work or family), that domain becomes the most important for their self-image. Individuals
with a positive self-image have positive levels of satisfaction with their work or family
(Carlson & Kacmar, 2000). In this study, our third hypothesis was that WRI was positively
related to job satisfaction, whereas FRI was positively related to marital satisfaction.
Based on the Positive Spillover theory (Edwards & Rothbard, 2000), we extended our
study to cross-domain relationships between life role importance and satisfaction. Positive
spillover refers to positive experiences in the work domain that are transferred to the family
domain and vice versa (Crouter, 1984; Edwards & Rothbard, 2000; Leither & Durup, 1996).
These positive feelings at work have the potential to affect an individual’s mood and
interaction at home and may increase their marital satisfaction. A comparable spillover
occurs when an individual is committed and attached to his/her family role. Commitment and
attachment to the family role may produce happiness, excitement, and enthusiasm when
doing activities in the family. These positive feelings may spill over to the work domain
which, in turn, increases job satisfaction. Based on the Positive Spillover theory, our fourth
hypothesis was that WRI was positively related to marital satisfaction, while FRI was
positively related to job satisfaction.
Previous studies explored work-family conflicts as mediator between life role
importance and satisfaction (e.g., Aryee et al., 1999; Carlson & Kacmar, 2000; Frone et al.,
1992). Frone et al. (1992) hypothesized that WRI was related to WFC and that WFC was
related to family (marital) satisfaction. Their hypothesis was based on the Resource Drain
theory which states that individuals have limited energy and resources. Increased
psychological involvement in the work role will decrease energy and resources in the family
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role, resulting in more work to family conflicts. When work interferes with family, an
individual will have difficulties in meeting the demands of the family role. Because of this,
an individual will most likely be overwhelmed and experience greater distress and conflict
between the work and family domain. Distress and conflicts from work to family (WFC) may
lead an individual to experience decreased marital satisfaction. Based on previous studies,
our fifth hypothesis was that WFC mediated the relationship between WRI and marital
satisfaction.
Furthermore, individuals who consider that their family role is more important (FRI)
than their work role may invest their time and energy to fulfill the demands and expectations
from the family role. Because of limited time and energy, they may experience FWC because
of the demands and expectations to fulfill in the work domain. The FWC may lead
individuals to experience decreased satisfaction with their work. In this study, we followed
the work of other researchers (Aryee et al., 1999; Carlson & Kacmar, 2000; Frone et al.,
1992), and our sixth hypothesis was that FWC mediated the relationship between FRI and job
satisfaction.

Method
Participants
Participants in this study were 404 working couples with children. Over one-half of the
parents had one child (54.5%), and nearly half of the parents had two or more children
(45.5%). All participants were full-time employees who worked at least 40 hours a week.
Approximately a quarter of the men were between 20 and 30 years of age (n = 99; 24.5%),
nearly half of them were between 31 to 40 years old (n = 188; 46.5%), over a quarter were
more than 40 years old (n = 117; 29.0%). Almost 50% of the men had a university degree (n
= 196; 48.5%), approximately 50% a senior high school degree (n = 188; 46.5%), and a small
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number of men had a junior high school degree (n = 20; 5%). More than a third of the women
were between 20 and 30 years of age (n = 145; 35.9%), a large proportion of women were
between 31 to 40 years old (n = 172; 42.6%), and about a fifth was older than 40 years old (n
= 87; 21.5%). Over two-third had a university degree (n = 276; 68.3%), more than a quarter
had a senior high school degree (n = 116; 28.7%), and a very small number of women had a
junior high school degree (n = 12; 3.0%).

Research procedure
Human Resource Departments of firms located in Bandung and Jakarta were contacted to
request permission to conduct the research involving their employees who were working
couples and had children. These companies were engaged in manufacturing, bank,
telecommunication, security, and education. Total five companies were involved in this
study. After obtaining approval of the Human Resources Managers of the companies, 450
packages with questionnaires were distributed to the employees and their spouses; 404 were
returned resulting in a response rate of 89.78 percent. The data were collected between
February and April 2013.

Instruments
Work-Family Role Importance
Work and family role importance was adapted from the Life Role Salience Scale (LRSS)
developed by Amatea, Cross, Clark, and Bobby (1986). The participants rated their
agreement on 40 items with a 5-point Likert scale, ranging from “strongly disagree” (1) to
“strongly agree” (5). A sample item of work role importance is, “Having work/ a career that
is interesting and exciting to me is my most important life goal.” A sample item of family
role importance is, “I expect to be intensely involved in the day to day matters of rearing my
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children.” The LRSS was carefully forward translated into the Indonesian language
conducted by two independent translators, native speakers of the Indonesian language and
fluent in English, followed by a backward translation by a native speaker of the English
language and fluent in the Indonesian language. A factor analysis was carried out to detect
dimensions of life role importance, namely, work role importance (WRI) and family role
importance (FRI). This analysis revealed two factors. The first factor was dominated by high
loadings (>.40) of items that expressed WRI and consisted of 8 items. The second factor was
dominated by high loadings of items that expressed FRI and consisted of 20 items. We
deleted 12 items with low loadings (<.40). Cronbach’s alpha of WRI was .84 for men and .88
for women, with total scores ranging from 8 to 40. Cronbach’s alpha of FRI was .83 for men
and .85 for women, with total scores ranging from 20 to 100.

Work-Family Conflict
Work-family conflicts were measured by using Carlson, Kacmar, and Williams’s (2000) 18
items scale. The scale consists of two dimensions, work-to-family conflict (WFC) and
family-to-work conflict (FWC). Each dimension consists of 9 items. An example item of the
WFC scale is, “My work keeps me from my family activities more than I would like.” An
example of an item of the FWC scale is, “I have to miss work activities due to the amount of
time I must spend on family responsibilities.” The scale ranges from 1 (strongly disagree) to
5 (strongly agree). The work-family conflict scale was adapted and translated into the
Indonesian language conducted by three independent translators using the forward-back
translation technique. The translation was done by two independent translators in the
forward-translation phase and by one independent translator in the back-translation phase. A
factor analysis was conducted to detect dimensions of work-family conflict. This analysis
revealed two factors. The first factor was dominated by high loadings (>.40) of 9 items that
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expressed WFC. The second factor was dominated by high loadings of 9 items that expressed
FWC. Cronbach’s alpha of WFC was .81 for men and .87 for women, with total scores
ranging from 9 to 45. Cronbach’s alpha of FWC was .81 for men and .87 for women, with
total scores ranging from 9 to 45.

Job Satisfaction
Job satisfaction was assessed by using Roelen, Koopmans, and Groothoff’s (2008) nine items
scale. Each item represented one aspect of work namely, work pace (work speed), workload,
task variety, working conditions, work times, salary, supervisor, colleagues, and work
briefings. An example of an item is “I am satisfied with my work conditions.” The scale
ranged from 1 (strongly disagree) to 5 (strongly agree). The job satisfaction scale was
adapted and translated into the Indonesian language conducted by three independent
translators using the forward-back translation technique. Cronbach’s alphas of job
satisfaction were .87 for men and .87 for women. Sum scores ranged from 9 to 45.

Marital Satisfaction
The three items of the Kansas Marital Satisfaction (KMS) scale from Schumm, Paff-Bergen,
Hatch, Obiorah, Copeland, Meens, and Bugaighis (1986) were used to assess marital
satisfaction. The scale ranged from 1 (very dissatisfied) to 5 (very satisfied). An example of
an item is “How satisfied are you with your marriage?” The marital satisfaction scale was
adapted and translated into the Indonesian language conducted by three independent
translators using the forward-back translation technique. Cronbach’s alpha of marital
satisfaction was .93 for men and .94 for women, with total scores ranging from 3 to 15.

58

Results
Table 1 presents the means, standard deviations, and correlations among the study variables.
For all participants, the scores on WRI were rather high, and on FRI were high. Their scores
on WFC and FWC were low, and their scores on marital, and job satisfaction were rather
high.

Table 1
Means, Standard Deviations, and Correlations of Study Variables
M

SD

1

1. WRI

Variables

29.84

4.84

-

2

3

4

5

2. FRI

84.79

8.32

.23**

-

3. WFC

23.06

5.68

-.04

-.12**

4. FWC

20.39

4.96

-.08*

-.26**

.70**

-

5. JS

32.21

5.11

.18**

.34**

-.10**

-.16**

-

6. MS

13.33

1.77

.32**

.23**

-.18**

-.18**

.27**

6

-

-

Note. WRI=Work Role Importance, FRI=Family Role Importance, WFC=Work to Family Conflict, FRI=Family
to Work Conflict, JS=Job Satisfaction, MS=Marital Satisfaction, N=808, **ρ<.01, * ρ<.05

Our first hypothesis was that WRI was positively related to WFC, whereas FRI was
positively related to FWC. Contrary to our prediction, we did not find a positive relationship
between WRI and WFC (r = -.04, n.s). Surprisingly, we found a significant negative
correlation between FRI and FWC (r = -.26, ρ < .01) (see Table 1).
Our second hypothesis was that WFC was negatively related to marital satisfaction,
whereas FWC was negatively related to job satisfaction.

Consistent with the second

hypothesis, we found a significant negative relationship between WFC and marital
satisfaction (r = -.18, ρ < .01) and a significant negative correlation between FWC and job
satisfaction (r= -.16, ρ < .01).
The third hypothesis was that WRI was positively related to job satisfaction, whereas
FRI was positively related to marital satisfaction. Consistent with the third hypothesis, we
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found a significant positive relationship between WRI and job satisfaction (r = .18, ρ < .01),
and a significant positive correlation between FRI and marital satisfaction (r = .23, ρ < .01).
Our fourth hypothesis was that WRI was positively related to marital satisfaction, while
FRI was positively related to job satisfaction. In line with our fourth hypothesis, we found a
significant positive relationship between WRI and marital satisfaction (r = .32, ρ < .01), and
a significant positive correlation between FRI and job satisfaction (r = .34, ρ < .01).
The fifth hypothesis was that WFC mediated the relationship between WRI and marital
satisfaction. We planned to test our fifth hypothesis with a mediating model based on Baron
and Kenny’s procedure (1986). According to Baron and Kenny (1986) mediation is
demonstrated when the following conditions are met: (1) the independent variable affects the
mediator; (2) the independent variable affects the dependent variable; (3) the mediator affects
the dependent variable when both the independent variable and the mediating variable were
used as predictors; and (4) full mediation is established when the relation between the
independent variable and dependent variable is reduced to non-significance after inclusion of
the mediator in the regression analysis. Partial mediation is confirmed if the effect of the
independent variable on the dependent variable is substantially reduced but remains
significant after inclusion of the mediator variable in the regression analysis.
Because we did not find a relationship between the independent variable (WRI) and the
mediator variable (WFC) (r = -.04, n.s), it did not make sense to examine the mediating effect
of WFC between these two variables.
The sixth hypothesis was that FWC mediated the relationship between FRI and job
satisfaction. We carried out a two-step mediation analysis to test whether FWC mediated the
relationship between FRI and job satisfaction. We found that FRI was negatively related to
FWC (r = -.26, ρ < .01). We also found a negative relationship between FWC and job
satisfaction (r = -.18, ρ < .01) and a positive relationship between FRI and job satisfaction (r
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= .23, ρ < .01) (see Table 1). Since we found significant correlations between all variables,
we conducted the Baron and Kenny analysis. In a first regression analysis, we regressed only
FRI on job satisfaction and found a significant regression coefficient (β1 = .23, ρ < .01). In a
second regression analysis, we regressed FRI and FWC on job satisfaction. The regression
coefficient of FRI on job satisfaction was still significant (β2 = .19, ρ < .01), but analyzed
with a Sobel test significant lower (t = -4.19, ρ < .01) than in the first regression analysis.
This result showed that FWC partially mediated between FRI and job satisfaction.

Discussion
In this study, we did not find a positive relationship between WRI and WFC. This result was
contrary to our hypothesis that was based on studies conducted in Western societies (e.g.,
Carlson & Perrewé, 1999; Greenhaus et al., 1987; Hammer et al., 1997). However, this result
is in agreement with Aryee et al. (1999) who studied working parents in Hongkong and found
that WRI was not related to WFC. Although Aryee et al. (1999) did not give a full
explanation concerning this result, their study had similarities with the present study
regarding the characteristics of the participants (working parents) and the fact that it was
conducted in a collectivistic society. A possible explanation for the absence of this
relationship between WRI and WFC may be based on the Social Identity theory (Tajfel,
1978; Tajfel & Turner, 1979). Indonesia is a country with a collectivistic culture where
working parents identify work as an extension of family expectations (Grahame, 2003; Park
& Liao, 2000) and a way to meet their family obligations (Yang et al., 2000). The role as an
employee may provide Indonesian working parents a clear definition regarding who they are
in the family and in the work domain (Reitzes & Mutran, 1994). The role as an employee also
provides clarity of an individual’s status and gives prestige not only for the individual but
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also for the family. Therefore, involvement in the work domain or work role importance may
not lead them to conflicts between work and family.
Surprisingly, we found a significant negative relationship between FRI and FWC. Some
studies reported that FRI had a significant positive relationship with FWC in Western
samples (e.g., Carlson & Kacmar, 2000; Frone et al., 1992; Greenhaus, Parasuraman, &
Collins, 2001). However, Aryee et al. (1999) did not find this relationship in their Hongkong
samples. In this study, differences between results from Hongkong and from Indonesia were
found, even though both societies are Eastern societies. A possible explanation may be based
on the Social Identity theory (Tajfel, 1978; Tajfel & Turner, 1979). FRI refers to the degree
to which Indonesian working couples identify themselves with their family. The relative
importance of the family is related to their self-image and self-concept (Ahmad, 2008).
According to Mulder (1992, 2000), in the context of the Indonesian culture, it is very
important for individuals to establish their social identity in the family, being fully accepted
and respected as an adult in the society. Moreover, in Indonesia, there is a social norm that
adult children have to take responsibilities for the welfare of their elderly parents as a
commitment to the family (Geertz, 1961). Based on the nature of the collectivistic culture, we
may assume that Indonesian working couples consider their family role as more important
than their work role. Therefore, the more important the family role (FRI) is for working
couples, the less family to work conflicts (FWC) they experience.
We found a significant negative relationship between WFC and marital satisfaction and
between FWC and job satisfaction. These results confirm our hypothesis and are in line with
previous studies (Aryee et al., 1999; Bedeian et al., 1988; Carlson et al., 2010; Carly et al.,
2002; Kossek & Ozeki, 1998). Work demands may consume individual resources to fulfill
the obligations and responsibilities in the family. As such, individuals may not be able to
enjoy their family role as they cannot focus on their family without distraction from their
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work. WFC is a source of stress for individuals that may decrease their marital satisfaction.
The same applies to family demands which may consume individual resources to perform in
the work domain. The family demands will interfere with work demands, so individuals may
not perform very well at work because of limited energy and resources. This situation
probably increases their stress at work and decreases their job satisfaction (Carlson &
Kacmar, 2000).
This study showed that WRI was positively related to job satisfaction. Our finding is in
agreement with previous studies (Aryee et al., 1999; Bedeian et al., 1988; Carlson & Kacmar,
2000; Noor, 2004). Apparently, working couples, who devote extensive time to work and
expend their energy as well as resources at work, may feel pleasure or enjoyment at their
work. As working couples become more involved and invest more of themselves in the work
domain, work becomes important for their self-image (Carlson & Kacmar, 2000). Working
couples with high self-image, a clear status, and prestige at work may have positive levels of
job satisfaction.
In this study, we found a significant positive relationship between FRI and marital
satisfaction. Our result is consistent with previous findings (Aryee et al., 1999; Carlson &
Kacmar, 2000). An individual’s commitment and involvement in the family role are
important for his/her self-image. Working couples may invest their time, energy, and
resources to fulfill their role in the family which in turn increases their self-image. The higher
self-image may increase their satisfaction with their marriage (Carlson & Kacmar, 2000).
We also found a significant and positive relationship between WRI and marital
satisfaction. This finding confirmed the Positive Spillover theory (Edwards & Rothbard,
2000). Individuals who attribute high importance to their work (WRI), invest more in the
work. This may result in high appreciation from the organization/company and others
(superiors and work colleagues). The high appreciation may give individuals high self-image
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and positive feelings about their work. These positive effects at work perhaps spill over to
the family domain which may increase their happiness, excitement, and enthusiasm in the
family. These positive feelings or effects in the family may increase their marital satisfaction.
Another possible explanation regarding the positive relationship between WRI and
marital satisfaction is consistent with the collectivistic culture in Indonesia, that considers
work as an extension of family obligations or expectations. WRI is considered as a way to
meet the family obligations and expectations. Therefore, high self-image at work may also
portray high self-image in the family, which in turn may lead to satisfaction with an
individual’s family, which is represented in marital satisfaction.
We also found a significant positive relationship between FRI and job satisfaction. An
explanation may be based on the Positive Spillover theory (Edwards & Rothbard, 2000). FRI
reflects how Indonesian working couples are committed and attached to their family,
resulting in high self-esteem, high self-image, and feelings of happiness when performing in
the family domain. When individuals are happy and full of enjoyment, these positive energy
and feelings may be transferred when performing in the work domain. As a consequence of
positive energy and effects when fulfilling their obligations at work, their motivation may
increase, and they have more positive interactions with supervisors and co-workers. These
positive conditions result in better performances and appreciations from others at work that,
in turn, increase their job satisfaction.
Contrary to our expectation in the fifth hypothesis, we did not find empirical support
for a mediating effect of WFC between WRI and marital satisfaction. This result may be
explained by the Social Identity theory (Tajfel, 1978; Tajfel & Turner, 1979) in a
collectivistic culture. According to the Social Identity theory, work is a way to meet family
responsibilities. Therefore, the role in the work domain is related to self-image and provides
status not only for an individual but also for his/her family. Therefore, work role importance
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(WRI) may not lead individuals to experience conflicts between work and family (WFC), but
if WFC occurs, this may decrease individuals’ marital satisfaction.
Consistent with our sixth hypothesis, we found empirical support for a partial mediating
effect of FWC in the relationship between FRI and job satisfaction. This result suggests that
there must be other variables that may mediate the relationship between FRI and job
satisfaction. Earlier studies found that job satisfaction was related to personality traits (e.g.,
neuroticism, extraversion), organizational factors (e.g., strength of organizational culture,
career development, self-development opportunity), job meaningfulness, social information
processing and dispositional perspective (Baker, 2004; Judge, Heller, & Mount, 2002; Lu,
While, & Barriball, 2005; Saane, Sluiter, Verbeek, & Frings-Dresen, 2003). Future studies
should consider these variables and their mediating effects between FRI and job satisfaction.
This study has a couple of strengths. First, we found different results from those of
the studies done in Western and the East Asian countries in regard to the relationship
between the life role importance and work-family conflicts. This study contributes to extend
our knowledge regarding life role importance and work-family conflicts in a collectivistic
country. Second, we conducted this study in Indonesia as representative for South East
Asian countries. Most studies on life role importance and work-family conflicts have been
conducted in Western and East Asian countries.
By considering the studies in Western and Eastern societies that discuss the
relationships between life role importance, work-family conflicts, and satisfaction, we
propose for future studies that take into account not only the cultural differences between
individualistic and collectivistic countries but also the comparison among collectivistic
countries. We also encourage indigenous studies by considering ethnic differences in
Indonesia on life role importance and work-family conflicts.
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This study also has limitations because of the use of cross-sectional data. Therefore, we
suggest that future studies use longitudinal data because the relationship between life-cycle
stage and work-family conflicts has been reported by other researchers (Ahmad, 2007; Lu et
al., 2006). Participants in this study were from two Indonesian major cities representing
urban areas. We suggest future studies to use participants from other major cities and
rural areas in Indonesia to increase the possibility of generalizing.
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Chapter 5
The Influence of Social Support on Work-Family Conflict and Satisfaction
Among Indonesian Working Couples

Abstract
The purpose of this study was to examine the influence of social support from work and family on
work-family conflicts, and job and marital satisfaction. The participants were 404 Indonesian working
couples. The results showed that there was a relationship between supervisor support and work to
family conflicts, but we did not find a relationship between co-workers support and work to family
conflicts. We found that spouse and extended family support were negatively related to family to
work conflicts. Our findings showed that both work and family social support were positively related
to job and marital satisfaction. We tested four mediation models based on the Spillover theory. We
tested the mediating effect of work to family conflicts between supervisor support and marital
satisfaction. We did not find a significant model. Second, we did not find a relationship between coworkers support and work to family conflicts, so it did not make sense to test a mediating model in
which the relationship between co-workers support and job satisfaction was mediated by work to
family conflicts. In a third and fourth model, we found that family to work conflicts partially
mediated the relationship between spouse and extended family support and job satisfaction.

Keywords: working couples, social support, work-family conflict, satisfaction
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Introduction
In the past twenty years, there have been dramatic changes in the world of work and the
nature of families. Globalization, digitalization, and competition have given more pressures
on organizations to be more responsive, flexible, and adaptive toward changes. These
changes have important implications for the employees who encounter issues such as job
insecurity, job uncertainty, working long hours, increasing workload, and increasing work
stress (Bhowon, 2013). Another important implication is related to the change in demography
of the workforce. There is an increasing number of women in the labour market and a
growing number of dual-earner families (Winslow, 2005), which has brought new challenges
for most families (Davidson & Burke, 2004). This also had implications for the family
structure and the responsibilities to take care of children and elderly people and to conduct
everyday household chores. Transformational changes in the demography of the workforce
also occurred in Indonesia. Labour force participation of women in Indonesia has increased
gradually (BPS, 2013, 2014), which led to a rising number of working couples in urban
Indonesia.

Work-family conflict
Working couples have two important domains in life, namely work, and family. In these two
domains, they carry out several roles simultaneously. Each role has its demands, obligations,
and responsibilities that must be fulfilled. Demands and expectations of these roles may
appear at the same time, and therefore, conflicts may arise. The conflict between these roles
is known as work-family conflict (Greenhaus & Beutell, 1985). Previous studies supported
the concept that work-family conflict is a “bidirectional construct” (Frone, Russell, &
Cooper, 1992; Gutek, Searle, & Klepa, 1991), which means that work-family conflicts may
occur in two directions, work-to-family conflicts (WFC) and family-to-work conflicts
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(FWC). Empirical evidence supported the concept that WFC and FWC are two distinct
constructs (Frone et al., 1992; Kelloway, Gottlieb, & Barham, 1999; Netemeyer, Boles, &
McMurrian, 1996). In this study, we used the acronyms WFC and FWC when referring to a
specific direction of conflict (e.g., work-to-family or family-to-work), and reserved the term
work-family conflict for a more general reference to conflicts between the two domains.

Work-family conflict and satisfaction
To date, the perspective model about relationships between work-family conflicts and their
outcomes has been domain specifically developed (Frone et al, 1992; Shockley & Singla,
2011). Domain specificity means that WFC predominantly influences the family, while FWC
affects work.
Empirical studies found that WFC is a source of stress that has been associated with
marital dissatisfaction (Bedeian, Burke, & Moffett, 1988), while FWC has been associated
with job dissatisfaction (Carlson, Grzywacz, & Kacmar, 2010; Kossek & Ozeki, 1998). The
majority of work-family studies have been carried out in Western and East Asian countries.
Very few comprehensive studies have been conducted in South East Asian countries such as
Indonesia (Kuntari & Janssens, submitted). To fill the gap in these previous studies, Kuntari
& Janssens (submitted) found that WFC was negatively related to marital satisfaction and
FWC was negatively related to job satisfaction.

Social support and Work-family conflict
According to the Stress theory, stress occurs when individuals face demands from work and
family that exceed their available resources (Lazarus, 1976). Stress may be experienced by
working couples who experience work-family conflicts. Frone (2003) viewed social support
as the main resource that helps working couples to combine multiple roles at work and in the
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family. Some studies identified social support as an important resource capable of reducing
the aversive effects of the stressors encountered in different domains and reducing workfamily stress (Greenhaus & Parasuraman, 1986; Parasuraman, Greenhaus, & Granrose,
1992). To date, the role of social support in reducing work-family conflicts has been
examined and recorded in the literature (e.g., Greenhaus & Parasuraman, 1994; MacEwen &
Barling, 1988; O’Driscoll, Brough, & Kalliath, 2004).
The linkage between social support and work-family conflicts may be explained by the
Role theory and the Resource Drain theory. Based on the Role theory (Kahn, Wolfe, Quinn,
Snoek, & Rosenthal, 1964), an individual experiences multiple demands and expectations of
others within the work and family domain. The social support which is obtained from work or
family will help an individual to fulfill the demands and expectations from either domain in
order to avoid negative sanctions as consequences of not fulfilling a particular role.
According to the Resource Drain theory that is based on the Conservation of Resources
theory (Hobfoll, 1989), lack of social support from work or family may lead to a reduction of
time, attention, and energy needed to perform in several roles. Social support may maintain
an individual’s resources in his/her roles at work, so he/she will not experience a drain on
resources to perform in the family role, and vice versa. Both the Role theory and the
Resource Drain theory imply a negative relationship between social support and work–family
conflicts.
Cohen and Wills (1985) stated that a prime role of social support is emotional support;
it is when individuals feel that they have other people to turn to for comfort during difficult
times. According to Beehr (1985), emotional support involves the provision of sympathy as
well as behavior that shows care, readiness, and willingness to listen. Another form of
support is instrumental support in the form of tangible assistance intended at solving a
problem (Beehr & McGrath, 1992; Kaufmann & Beehr, 1986). Social support can be derived
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from sources at the workplace and in the family. At the workplace, the sources of social
support include the supervisor and co-workers, while in the family the sources of social
support include spouse and extended family.
Parasuraman et al. (1992) stated that effective social support comes from the same
domain which induces stress or strain. Explicitly, the predictors of WFC reside in the work
domain, while the predictors of FWC reside in the family domain. Therefore, work support
would be effective to reduce WFC and family support would be effective to reduce FWC.

Work support and WFC
Social support from the work domain (i.e., supervisor, co-workers) may create a more
positive work environment (Carlson & Perrewé, 1999). For example, a supportive supervisor
may make work situations less stressful by discussing family-related problems and being
flexible when emergencies in a family arise (Roskies & Lazarus, 1980). Several studies found
that employees who had supervisors who were supportive, experienced less WFC (e.g.,
Cortese, Colombo, & Ghislieri, 2010; Frye & Breaugh, 2004; Karatepe & Kilic, 2005). On
the other hand, lack of social support especially from a supervisor was related to a higher
level of WFC (Burke, 1988). In this study, we hypothesized that supervisor support had a
negative association with WFC.
Other studies have highlighted the importance of co-workers support. For example,
perceived co-workers support has been shown to predict more opportunities to use new
knowledge, skills, and attitudes (Kahn et al., 1964) and to lower levels of distress (Joiner &
Bartram, 2004). Supportive co-workers may alleviate employees’ stress, making them feel
comfortable to move on with their job, and that may have a positive influence on their family
life. Therefore, we hypothesized that co-workers support was negatively related to WFC.
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Family support and FWC
Social support from the family domain (i.e., spouse, extended family) has been found to play
an important role in reducing work-family conflicts (Adams, King, & King, 1996; Aycan &
Eskin, 2005). For example, support from spouses has been found to be associated with low
levels of work-family conflicts in dual-earner families with preschool children (Aycan &
Eskin, 2005). More specifically, Carlson & Perrewé (1999) stated that spouse support might
attenuate the impact of strain from family on the work domain (FWC). In accordance with
previous studies, we hypothesized that spouse support had a negative association with FWC.
Extended family support may help individuals to fulfill demands and expectations from
the family domain by providing emotional and instrumental support. This source of support
may prevent individuals to experience high levels of family stress that interfer with their
work (FWC). For example, information on how to take care of young children or elderly
from extended family members may help shorten the time required in the family domain, so
that individuals have more time to focus on their work. An earlier study found that family
support was negatively related to FWC (Adams et al., 1996). We hypothesized that extended
family support was negatively related to FWC.

Work support and Job Satisfaction
Social support has been found to be related to greater job satisfaction, lower job-related
tension, and a lower probability of terminating employment (Bedeian, Mossholder, &
Touliatos, 1986). Supervisor support has been found to facilitate employees’ job satisfaction
(Parasuraman et al., 1992). O’Driscoll et al. (2004) found that support from co-workers was
consistently associated with high levels of job satisfaction. As employees, working couples
may need support from their supervisor or co-workers in the form of providing information to
solve a difficult problem at work or showing their willingness to listen and to give support to
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motivate them when needed. Instrumental and emotional support from supervisor and coworkers may enhance employees’ satisfaction with their job. Based on previous studies, we
hypothesized that supervisor and co-workers support were positively related to job
satisfaction.

Family Support and Marital Satisfaction
In the family domain, social support is one of the important factors for the quality of marital
relationships (Acitelli, 1996). Several studies found positive associations between spousal
support and marital satisfaction (Acitelli, 1996; Julien & Markman, 1991; Pasch & Bradbury,
1998), better marital adjustment (Frone et al., 1992) and marital functioning (Suchet &
Barling, 1986). Another study by O’Driscoll et al. (2004) found that family support was
related to family (marital) satisfaction. Spouses expect that their partners and extended family
help them to solve problems, as well as to provide consolation when problems lack solutions.
Instrumental support from a spouse and extended family may ease the burden of family
demands and enable an individual to devote more time to his/her work, whereas emotional
support enhances feelings of self-efficacy both at home and at work (Parasuraman, Purohit,
Godshalk, & Beutell, 1996) that fosters satisfaction in marriage. Based on these previous
studies, we hypothesized that spouse and extended family support were positively related to
marital satisfaction.

Spillover between work and family domain
Many researchers have suggested that social support is most effective when it derives from
the same domain that causes strain or stress (e.g., LaRocco, House, & French, 1980;
Parasuraman et al., 1992). However, there were other researchers who had a different point of
view (e.g., Billings & Moos, 1982; Ford, Heinen, & Langkamer, 2007; Sekaran, 1983). They
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suggested that support received in one domain (e.g., family) may enhance satisfaction in the
other domain (e.g., work). For example, spouse support has been found to be related not only
to marital functioning (Suchet & Barling, 1986) but also to job satisfaction (Ford et al.,
2007). This finding may be explained by the Spillover theory. According to Greenhaus and
Singh (2004), spillover referred to “the transfer or application of skills, values, emotions, and
behaviour from one role to the other role” (p. 689).
Supervisor and co-workers support were crucial components of job resources that may
create a positive work environment (Carlson & Perrewé, 1999). A positive work environment
may generate positive affect on individuals. This positive affect on work may spillover to the
family, and has the potential to affect an individual’s mood and interaction at home and to
increase his/her marital satisfaction. A comparable spillover occurs when an individual
receives support from spouse and extended family. Spouse and extended family support may
enhance the quality of a marital relationship (Acitelli, 1996) and marital adjustment (Frone et
al., 1992). A better marital relationship and adjustment could produce a feeling of happiness
in the family domain. This positive feeling may spillover to the work domain which, in turn,
will increase job satisfaction. Based on the Spillover theory, we hypothesized that supervisor
and co-workers support were not only related to job satisfaction, but were also positively
related to marital satisfaction, while spouse and extended family support were not only
related to marital satisfaction, but were also positively related to job satisfaction.

Work-family conflict as a mediator
In line with stress models in work-family studies, social support has been identified as
an important resource that can reduce the negative effects of stressors (Gore, 1987; Thomas
& Ganster, 1995). Studies based on the stress model found that work-family conflicts as
stressors mediated the social support-outcome relationship (e.g., Aycan & Eskin, 2005; Ford
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et al., 2007; Frone et al., 1992; Frye & Breaugh, 2004). We took a similar approach in our
study, as we proposed four mediating models based on the Spillover theory.
The first model hypothesized that supervisor support was related to WFC and that WFC
was related to marital satisfaction. This hypothesis was based on the Resource Drain theory
which states that individuals have limited energy and resources. The lack of social support
from a supervisor at work may lead to a reduction of energy and resources to perform in the
family domain which indicates that individuals experience high WFC (Burke, 1988). High
WFC, in turn, lowers marital satisfaction (Bedeian et al., 1988; Kuntari & Janssens,
submitted).
Our second model hypothesized that co-workers support was related to WFC and that
WFC was related to marital satisfaction. Our model was based on the Resouce Drain theory.
The lack of co-workers support may increase WFC (Frye & Breaugh, 2004; Karatepe &
Kilic, 2007) because individuals experience not enough energy and resources to perform well
in the family domain. The lack of energy and resources at home may irritate couples and may
lower their marital satisfaction (Bedeian et al., 1988; Kuntari & Janssens, submitted).
In a third third model, we hypothesized that FWC mediated the relationship between
spouse support and job satisfaction. The Resource Drain theory also applied to this model.
Lack of support from spouse may cause that individuals need so much energy and resources
to function in the family domain, that they do not perform well in the work domain. This
means that individuals encounter FWC (Adams et al., 1996; Aycan & Eskin, 2005) and that
may lessen their job satisfaction (Carlson et al., 2010; Kossek & Ozeki, 1998; Kuntari &
Janssens, submitted).
In a fourth model, we hypothesized that FWC mediated the relationship between
extended family support and job satisfaction. Based on the Resource Drain theory, lack of
extended family support may cause that individuals need so much energy and resources to
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function in the family domain, that they do not perform well in the work domain. This means
that individuals encounter FWC (Adams et al., 1996; Aycan & Eskin, 2005) and that may
lessen their job satisfaction (Carlson et al., 2010; Kossek & Ozeki, 1998; Kuntari & Janssens,
submitted).

Method
Participants
Participants in this study were 404 working couples with children. Over one-half of the
parents had one child (54.5%), and nearly half of the parents had two or more children
(45.5%). All participants were full-time employees who worked at least 40 hours a week.
Approximately a quarter of the men were between 20 and 30 years of age (n = 99; 24.5%),
nearly half of them were between 31 to 40 years old (n = 188; 46.5%), over a quarter were
more than 40 years old (n = 117; 29.0%). Almost 50% of the men had a university degree (n
= 196; 48.5%), approximately 50% a senior high school degree (n = 188; 46.5%), and a small
number of men had a junior high school degree (n = 20; 5%). More than a third of the women
were between 20 and 30 years of age (n = 145; 35.9%), a large proportion of women were
between 31 to 40 years old (n = 172; 42.6%), and about a fifth was older than 40 years old (n
= 87; 21.5%). Over two-third had a university degree (n = 276; 68.3%), more than a quarter
had a senior high school degree (n = 116; 28.7%), and a very small number of women had a
junior high school degree (n = 12; 3.0%).

Research procedure
Human Resource Departments of firms located in Bandung and Jakarta were contacted to
request permission to conduct the research involving their employees who were working
couples and had children. These companies were engaged in manufacturing, bank,
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telecommunication, security, and education. Total five companies were involved in this
study. After obtaining approval of the Human Resources Managers of the companies, 450
packages with questionnaires were distributed to the employees and their spouses; 404 were
returned resulting in a response rate of 89.78 percent. The data were collected between
February and April 2013.

Instruments
Social support
Social support from work and family was measured by the social support scale developed by
Caplan, Cobb, French, Harrison, and Pinneau (1975). The scale consisted of 16 items
assessing support from four different sources: supervisor, co-workers, spouse and extended
family. An example of an item of emotional support is, “How easy is it to talk with your
supervisor/co-workers/spouse/extended family about your personal problems?” An example
of an item of instrumental support is, “How much can your supervisor/coworkers/spouse/extended family be relied on when things get tough at work?”

Each

respondent was requested to state the extent of support received from each source, using a
five-point Likert scale ranging from 1 (not at all) to 5 (very much). The scale was adapted
and translated into the Indonesian language conducted by three independent translators using
the forward-back translation technique. Cronbach’s alpha of supervisor support was .79 for
men and .81 for women; co-workers support was .79 for men and .81 for women; spousal
support was .79 for men and .82 for women; extended family support was .83 for men and
.84 for women. Sum scores ranged from 4 to 20.

77

Work-Family Conflict
Work-family conflicts were measured by using Carlson, Kacmar, and Williams’s (2000) 18
items scale. The scale consists of two dimensions, work-to-family conflict (WFC) and
family-to-work conflict (FWC). Each dimension consists of 9 items. An example item of the
WFC scale is, “My work keeps me from my family activities more than I would like.”An
example of an item of the FWC scale is, “I have to miss work activities due to the amount of
time I must spend on family responsibilities.” The scale ranges from 1 (strongly disagree) to
5 (strongly agree). The work-family conflict scale was adapted and translated into the
Indonesian language conducted by three independent translators using the forward-back
translation technique. The translation was done by two independent translators in the
forward-translation phase and by one independent translator in the back-translation phase. A
factor analysis was conducted to detect dimensions of work-family conflict. This analysis
revealed two factors. The first factor was dominated by high loadings (>.40) of 9 items that
expressed WFC. The second factor was dominated by high loadings of 9 items that expressed
FWC. Cronbach’s alpha of WFC was .81 for men and .87 for women, with total scores
ranging from 9 to 45. Cronbach’s alpha of FWC was .81 for men and .87 for women, with
total scores ranging from 9 to 45.

Job Satisfaction
Job satisfaction was assessed by using Roelen, Koopmans, and Groothoff’s (2008) nine items
scale. Each item represented one aspect of work namely, work pace (work speed), workload,
task variety, working conditions, work times, salary, supervisor, colleagues, and work
briefings. An example of an item is “I am satisfied with my work conditions.” The scale
ranged from 1 (strongly disagree) to 5 (strongly agree). The job satisfaction scale was
adapted and translated into the Indonesian language conducted by three independent
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translators using the forward-back translation technique. Cronbach’s alphas of job
satisfaction were .87 for men and .87 for women. Sum scores ranged from 9 to 45.

Marital Satisfaction
The three items of the Kansas Marital Satisfaction (KMS) scale from Schumm, Paff-Bergen,
Hatch, Obiorah, Copeland, Meens, and Bugaighis (1986) were used to assess marital
satisfaction. The scale ranged from 1 (very dissatisfied) to 5 (very satisfied). An example of
an item is “How satisfied are you with your marriage?” The marital satisfaction scale was
adapted and translated into the Indonesian language conducted by three independent
translators using the forward-back translation technique. Cronbach’s alpha of marital
satisfaction was .93 for men and .94 for women, with total scores ranging from 3 to 15.

Results
Means and standard deviations of all variables are presented in Table 1. The participants’
scores on supervisor, co-workers, spouse and extended family support were rather high. The
scores on WFC and FWC were low, and the scores on job and marital satisfaction were rather
high.
Table 1
Means and Standard Deviations of Study Variables
Variables

M

SD

1.

Supervisor Support

12.94

2.96

2.

Co-workers Support

14.08

2.53

3.

Spouse Support

15.94

2.99

4.

Extended Family Support

14.69

3.15

5.

Work to Family Conflict

23.07

5.68

6.

Family to Work Conflict

20.39

4.96

7.

Job Satisfaction

32.21

5.11

8.

Marital Satisfaction

13.33

1.77

Note. N= 808
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As can be seen in Table 2, supervisor support was negatively related to WFC but we
did not found a relationship between co-workers support and WFC. Spouse and extended
family support were negatively related to FWC. Supervisor and co-workers support were
positively related to job and marital satisfaction, and also spouse and extended family support
were positively related to marital and job satisfaction.
Table 2
Correlations between Study Variables
Variables

1

2

3

4

1.

SS

-

2.

CS

.42**

-

3.

SpS

.34**

.40**

-

4.

EfS

.26**

.27**

.51**

5.

WFC

-.10

-.06

-.16

6.

FWC

-.11**

7.

JS

.27

8.

MS

.22**

**

**

5

6

-.26**

-

-.11**

-.19**

-.19**

.69**

.20

.16

.22

-.18

.20**

**

.35**

8

-

**

**

7

**

.22**

-

**

-.18**

-

-.09**

-.16**

.27**

-

Note. SS=Supervisor Support, CS=Co-workers Support, SpS=Spouse Support, EfS=Extended Family Support
WFC=Work to Family Conflict, FRI=Family to Work Conflict, JS=Job Satisfaction, MS=Marital Satisfaction,
N=808, **ρ<.01, * ρ<.05

To test our four models of mediating effects, we conducted mediation analyses through
a series of multiple regressions with the Baron and Kenny’s procedure (1986), and we
examined the significance of the mediation effects by Sobel tests (1986). According to Baron
and Kenny (1986) mediation is demonstrated when the following conditions are met: (1) the
independent variable affects the mediator; (2) the independent variable affects the dependent
variable; (3) the mediator affects the dependent variable when both the independent variable
and the mediating variable are used as predictors; and (4) full mediation is established when
the relation between the independent variable and dependent variable is reduced to nonsignificance after inclusion of the mediator in the regression analysis. Partial mediation is
confirmed if the effect of the independent variable on the dependent variable is substantially
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reduced but remains significant after inclusion of the mediator variable in the regression
analysis.
In our first model, we examined whether WFC mediated the effect of supervisor
support on marital satisfaction. Since we found significant correlations between all variables
(Table 2), we conducted Baron and Kenny’s analysis. We found that supervisor support
significantly predicted WFC (β = -.10, t(807) = -2.86, ρ < .01), indicating that condition 1 for
mediation was met. Supervisor support was a significant predictor of marital satisfaction (β =
.22, t(807) = 6.43, ρ < .01), indicating that condition 2 for mediating was met. Condition 3
was met because when WFC entered the equation at step 2 of the hierarchical regression
analysis, it significantly predicted marital satisfaction (β = -.09, t(807) = -2.71, ρ < .01), and
reduced the beta weight of supervisor support, but that beta was still significant (β = .21,
t(807) = 6.20, ρ < .01). A Sobel test did not confirm a significant partial mediation (t = 1.47,
n.s). Since condition four was not met, we concluded that the relationship between supervisor
support and marital satisfaction was not mediated by WFC.
Our second model supposed a mediating effect of WFC between co-workers support
and marital satisfaction. We did not find a relationship between co-workers support and WFC
(see Table 2). Therefore, it did not make sense to examine the mediating effect of WFC
between co-workers support and marital satisfaction.
In the third model, we examined the possible mediation of the relationship between
spouse support and job satisfaction by FWC. First, significant correlations between all
variables were found (Table 2). We found that spouse support significantly predicted FWC (β
= -.197, t(807) = -5.69, ρ < .01), indicating that condition 1 for mediating was met. Next, we
regressed spouse support on job satisfaction and found a significant regression coefficient (β
= .16, t(807) = 4.58, ρ < .01), indicating that condition 2 for mediation was met. Condition 3
was met because when FWC entered the equation at step 2 of the hierarchical regression
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analysis, it significantly predicted job satisfaction (β = -.18, t(807) = -5.08, ρ < .01), and
reduced the beta weight for spouse support but that beta was still significant (β = .13, t(807) =
3.69, ρ < .01). Since condition four was not met, we concluded that the relationship between
spouse support and job satisfaction was partially mediated by FWC. Moreover, Sobel test
confirmed a significant partial mediation (t = 2.82, ρ < .01).
In the fourth model, we tested whether FWC mediated the relationship between
extended family support and job satisfaction. We found significant correlations between all
variables (Table 2). We found that extended family support significantly predicted FWC (β =
-.19, t(807) = -5.39, ρ < .01), indicating that condition 1 for mediation was met. Moreover,
we found a significant regression coefficient of extended family support on job satisfaction (β
= .22, t(807) = 6.29, ρ < .01), indicating that condition 2 for mediating was met. Condition 3
was met because when FWC entered the equation at step 2 of the the hierarchical regression
analysis, it significantly predicted job satisfaction (β = -.18, t(807) = -5.08, ρ < .01), and
reduced the weight for extended family support but the beta was still significant (β = .19,
t(807) = 5.48, ρ < .01). Since condition four was not met, we concluded that the relationship
between extended family support and job satisfaction was partially mediated by FWC. A
Sobel test confirmed a significant partial mediation (t = 2.82, ρ < .01).

Discussion
In this study, we found a negative relationship between supervisor support and WFC. This
finding was in line with previous studies (e.g., Burke, 1988; Cortese et al., 2010; Frye &
Breaugh, 2004; Karatepe & Kilic, 2005). From the Resource Drain theory point of view,
WFC may occur when demands from the workplace reduce resources required to contribute
in the family domain (Lapierre & Allen, 2006). Support from supervisor may maintain an
individual’s resources in his/her roles at work because he/she gains additional psychological
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resources (Bakker & Demerouti, 2007). These additional resources provide a stress buffer to
cope with pressures and difficulties at work (O’Driscoll et al., 2004; Karatepe & Kilic, 2004).
With additional resources, individuals may work well to meet demands and expectations in
the work domain which, in turn, lessens that work interfers with family (WFC).
We did not find a relationship between co-workers support and WFC. This result was
contrary to our hypothesis. A first explanation may be based on the Group Cohesion theory
(Widmeyer, Brawley, & Carron, 1985). An individual is part of a work group in an
organization. There is group cohesion between an individual and other members of the work
group, which is called “group integration-task.” Group integration-task refers to the extent in
which an individual perceives similarity and closeness within the team about accomplishing
tasks (Widmeyer et al., 1985). In this context, the similarity and closeness perception to be a
high-performance team influences the relationship between an individual and co-workers.
Group cohesion is very relevant in the context of Indonesia’s collectivistic culture (Hofstede
& Hofstede, 2005).
The Indonesian culture is strongly group-oriented. It is important for individuals to
have a sense of belonging to a group, conforming to its norms, and maintaining harmony
among its members. Group goals are more important than an individual’s performance or
even his/her problems (e.g., WFC). Individuals accept the reality of these job demands and
may be voluntarily finish work at home as a form of group loyalty, regardless how much
support they receive from co-workers. That may be the reason why we did not find a
relationship between co-workers support and WFC.
A second possible explanation why co-workers support did not have a relationship with
WFC is due to the competitive nature of business organizations in the world, including
Indonesia. The findings of a number of studies have indicated that, increasingly, employers
are asking their employees to put forth more effort, work longer hours, and be more
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accessible (e.g., Bond, Galinsky, & Swanberg, 1997; Hochschild, 1997). Williams (1999)
described how contemporary organizations see the ideal worker as one who “works full time
and overtime and takes little or no time off for childbearing and child rearing” (p. 1). The
ideal worker is an employee who not only demonstrates high levels of task performance but
also engages with the organization (Bolino & Turnley, 2005). High job demands and high
expectations to meet work standards in the organization can not prevent that work interferes
with family (WFC), even with support from co-workers.
We may conclude that supervisor support has more impact on perception and
experiences of WFC than co-workers support. This conclusion is supported by Cromwell &
Kolb (2002) who stated that supervisor support is one of the most powerful tools to have
impact on subordinates. This conclusion is also in line with the collectivistic and high power
distance dimension of the Indonesian culture (Hofstede & Hofstede, 2005). In this culture, a
supervisor as a leader is expected to maintain harmony in the workplace and to use a
paternalistic leadership style. In order to maintain harmony, paternalistic leaders provide
support, protection, and care to their subordinates as a father figure (Redding, Norman, &
Schlander, 1994). Therefore, the supervisor as a father figure is a more significant resource to
reduce WFC for his/her subordinates than co-workers.
We found a negative relationship between spouse support and FWC, and between
extended family support and FWC. This result confirmed our hypotheses and is consistent
with previous studies (e.g., Adams et al., 1996; Aycan & Eskin, 2005; O’Driscoll et al.,
2004). Spouse and extended family support are major resources which individuals can utilize
when their existing resources are expended or lost, in order to meet demands and expectation
from the family, so that family matters would not interfere with work. Spouse and extended
family support might help working couples by providing assistance, information and
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emotional support to overcome difficulties in the family and to prevent FWC. Therefore, the
more spouse and extended family support, the less FWC is experienced by working couples.
Our results confirmed that supervisor and co-workers support were positively related to
job satisfaction. When employees found that their supervisors and co-workers pay
individualized attention to their problems and provide adequate support for the resolution of
their problems, they may feel cared for and more confident to overcome difficulties at work.
These positive feelings would foster their satisfaction with the job. Our findings are in
agreement with previous studies (e.g., Bedeian et al., 1986; O’Driscoll et al., 2004;
Parasuraman et al., 1992).
We found that both spouse and extended family support were positively related to
marital satisfaction. Every individual needs attention and support from his/her spouse and
extended family, especially when facing dilemmas, conflicts or difficulties in everyday life.
This is particularly true for Indonesian working couples who consider family as the central
element in their socio-culture (Hofstede & Hofstede, 2005). We may conclude that the
feeling of being cared for and understood by spouse and extended family results in
satisfaction with marriage. These results are in line with other studies (e.g., Acitelli, 1996;
Julien & Markman, 1991; Pasch & Bradbury, 1998).
This study showed that supervisor and co-workers support were positively related to
marital satisfaction. These results confirmed our hypotheses based on the Spillover theory.
Supervisor and co-workers support may create a positive work environment (Carlson &
Perrewé, 1999), and boost employees’ self-esteem and motivation to perform in the
workplace (Gomez & Rosen, 2001). High self-esteem and motivation result in positive
energy and a sense of competence in the work domain. This positive energy may spillover to
the family domain, and it may increase a healthy relationship between partners. The positive
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spillover of the sense of competence from work to family may increase the ability to
overcome conflicts or marital problems and that, in turn, may increase marital satisfaction.
In this study, we found that both spouse and extended family support were positively
related to job satisfaction. These findings confirmed our hypotheses based on the Spillover
theory. Spouse and extended family support may produce positive interactions between
individuals, their spouses, and family members that bring out marital adjustment (Frone et al.,
1992), and positive marital functioning (Suchet & Barling, 1986). The high marital
adjustment and functioning may produce a feeling of worth, happiness, and may develop
positive energy. These positive feelings and energy may spillover to the work domain
(Parasuraman, et al., 1996). As a consequence, individuals’ work motivation may increase,
and this may increase individual’s job satisfaction.
Contrary to our expectation, we did not find empirical support for a mediating effect of
WFC between supervisor support and marital satisfaction. We found that supervisor support
predicted low WFC and predicted high marital satisfaction. Further, we found that WFC was
a predictor of marital dissatisfaction. Because we did not find a mediating effect of WFC, we
concluded that the direct relationship between supervisor support and marital satisfaction was
more significant than an indirect relationship mediated by WFC. This result may be explained
by the Spillover theory. Supervisor support and trust may boost working couples’ self-esteem
and work motivation (Gómez & Rosen, 2001). High self-esteem at work may spillover to the
family domain. The high self-esteem in the family may enhance a positive relationship
between partners (Orth, Robins, & Widaman, 2012) which, in turn, may increase marital
satisfaction (Shackelford, 2001).
In Model 2, it did not make sense to test a mediating effect of WFC between coworkers support and marital satisfaction because we did not find a relationship between coworkers support and WFC. Nevertheless, we found a positive relationship between co-
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workers support and marital satisfaction. The nonsignificant relationship between co-workers
support and WFC means that employees in a collectivistic society might be more likely to
keep loyalty to their organizations or work groups. In order to keep their loyalty, they did not
object to comply with high work demands or responsibilities. Therefore, they are vulnerable
to experience WFC even though they received support from co-workers. In fact, co-workers
have their own work duties, responsibilities and demands to fulfill so that they can not give
full support or aid to other employees. The direct relationship between co-workers support
and marital satisfaction confirmed the spillover effect from work to family domain
(Greenhaus & Singh, 2004). Emotional support from co-workers in the form of sympathy and
willingness to listen (Cohen & Wills, 1985) when an individual faces difficulties at work may
increase his/her feeling of acceptance and cared for. An individual may learn from his/her coworkers about how to treat people with sympathy and willingness to listen. These positive
feelings and behaviours can spillover to the family domain and that, in turn, may affect
couples’ marital relationship. A negative relationship between WFC and marital satisfaction
was found. This result confirmed that WFC is a source of stress that decreased marital
satisfaction.
In our third model, we found empirical support for a partial mediating effect of FWC in
the relationship between spouse support and job satisfaction. Similarly, our fourth model
confirmed that the relation between extended family support and job satisfaction was partially
mediated by FWC. Partial mediation implies that there was not only a significant relationship
between WFC and job satisfaction but also some direct relationship between both spouse and
extended family support and job satisfaction. These results suggested that job satisfaction has
a variety of causes. Earlier studies revealed that job satisfaction is related to personality traits
such as Neuroticism and Extraversion (Judge, Heller, & Mount, 2002), work role importance
(Carlson & Kacmar, 2000; Kuntari & Janssens, submitted), emotional charge and job
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demands (Cortese et al., 2010). Future studies should consider these variables and their
mediating effects between spouse/extended family support and job satisfaction.
This study has three strengths. First, we examined the impact of four different sources
of support (i.e., supervisor, co-workers, spouse, and extended family) on work-family
conflicts (i.e., WFC and FWC) and satisfaction (i.e., job and marital). So far, studies related
to family domain variables received little attention (Friye & Berough, 2004). Second, this
study is conducted in Indonesia as representative of South East Asian countries, while most
studies on work-family conflicts have been conducted in Western and East Asian countries.
Third, to our knowledge, the relative importance of different sources of support in relation
to work-family conflicts on working couples has not been explored separately in a single
study, especially in Indonesia.
This study also has limitations. First, the cross-sectional design of this study. Crosssectional studies such as this offer some preliminary understanding of Indonesian working
couples’ work-family conflicts. Longitudinal studies can capture the variation and dynamics
that occur in working couples as several work and family factors influence them through
various stages of their marriage and careers. We propose longitudinal studies to investigate
work-family conflicts in Indonesian working couples. Second, participants in this study
were from two Indonesian major cities representing urban areas. We suggest future
studies to use participants from other major cities and less urban areas in Indonesia to
increase the possibility of generalizing. We also propose future studies to examine the
impact of the different types of social support (e.g., instrumental and emotional support)
received from work and family, and the impact of these kinds of support on work-family
conflicts and job and marital satisfaction.
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Chapter 6
General Discussion

6.1. Summary of Main Findings
The aim of this dissertation was to contribute to the literature on work-family conflicts by
examining the influence of gender, life role importance and social support on work-family
conflicts, and the effect of work-family conflicts on job and marital satisfaction. We carried
out this study in Indonesia, which has a different cultural background compared to Western
or other Asian countries. Four studies were carried out among Indonesian working couples.
The results of the four studies were reported in Chapter 2 to Chapter 5. In this final chapter,
we recapitulate our main findings (section 6.1), discuss these findings in the context of the
Indonesian society (section 6.2), discuss the limitations of these studies and implications for
future research (section 6.3). Finally, we discuss the practical implications of our study
(section 6.4) and present our conclusions (section 6.5).
In Chapter 2, we did not find a significant difference in WFC and FWC between men
and women. Four profiles were found based on the level of work and family role
importance. No gender difference in the Dual profile was found, but there was a significant
gender difference in the Work profile, the Family profile and the Low profile. There were
more men than women in the Work and Low profile, and more women than men in the
Family profile. The Dual profile group experienced the least WFC and FWC compared to the
Work, Family, and Low profile group. The Low profile group experienced the most WFC
and FWC compared to the other three profile groups.
In Chapter 3, we found that husband’s WFC (FWC) was positively related to wife’s
FWC (WFC). This result confirmed the crossover effects of WFC and FWC between marital
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dyads. Husband’s marital satisfaction was found to be positively related to his wife’s marital
satisfaction. Husband’s job satisfaction was also found to be positively related to his wife’s
job satisfaction. This indicates crossover effects of job and marital satisfaction between
husband and wife. We did not find a mediating effect of husband’s marital satisfaction
between husband’s WFC and his wife’s marital satisfaction. We found that wife’s marital
satisfaction partially mediated the relationship between wife’s WFC and her husband’s
marital satisfaction. Our results showed that husband’s job satisfaction fully mediated the
relationship between husband’s FWC and his wife’s job satisfaction, as well as that wife’s
job satisfaction fully mediated the relationship between wife’s FWC and her husband’s job
satisfaction. We also found a significant positive relationship between job satisfaction and
marital satisfaction for both husbands and wives, which indicated a positive spillover
between job satisfaction and marital satisfaction.
In Chapter 4, no relationship was found between WRI and WFC, but there was a
significant negative relationship between FRI and FWC. We found a significant negative
relationship between WFC and marital satisfaction, and between FWC and job satisfaction.
Both WRI and FRI were found to be positively related to job satisfaction and marital
satisfaction. WFC did not mediate the relationship between WRI and marital satisfaction,
while FWC partially mediated the relationship between FRI and job satisfaction.
In Chapter 5, we found a positive relationship between WFC and supervisor support,
but not between WFC and co-workers support. Spouse and extended family support were
negatively related to FWC. We found that both work and family social support were
positively related to job and marital satisfaction. WFC did not mediate the relationship
between supervisor support and marital satisfaction, neither between co-workers support and
marital satisfaction. FWC partially mediated the relationship between spouse support and job
satisfaction, and between extended family support and job satisfaction.
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6.2. Reflections on the main findings
Earlier studies have found differences between men and women concerning work-family
conflicts. Men experience more WFC than women, while women experience more FWC than
men (Carlson, Kacmar, & Williams, 2000; Hammer, Allen, & Grigsby, 1997; Loscocco,
1997). In our study, we did not find differences between men and women in WFC and FWC
(see Chapter 2). Although these findings were against our expectation, we could explain them
by the fact that men and women in this study were working couples who had at least one
child and worked full time for a minimum of 40 hours a week so that they have the same
possibility to experience WFC and FWC.
With regard to gender differences in WRI and FRI (see Chapter 2), our findings are
similar to previous studies that men considered their work role as more important than their
family role, and that more women considered their family role as more important than their
work role (e.g., Carlson, Kacmar, & Williams, 2000; Hammer, Allen, & Grigsby, 1997;
Loscocco, 1997). A possible explanation is that most Indonesian working couples still hold
traditional gender roles that are related to the strong patriarchal culture embraced by the
majority of the Islamic population.
The present study found that husband’s WFC was related to his wife’s FWC and that
husband’s FWC was associated with his wife’s WFC. Husband’s job satisfaction correlated
with his wife’s job satisfaction and husband’s marital satisfaction was associated with his
wife’s marital satisfaction (see Chapter 3). A possible explanation is that both positive and
negative emotions, feelings or experiences may crossover directly between husband and wife
as stated and studied by several scholars (e.g., Bakker & Demerouti, 2008; Cinnamon,
Weisel, & Tzuk, 2007; Demerouti, Bakker, & Schaufeli, 2005).
Previous studies found that WFC was associated with work variables such as WRI and
workplace support (e.g., DiRenzo, Greenhaus, & Weer, 2011; Friedman & Greenhaus 2000,

91

Greenhaus & Parasuraman, 1994; O’Driscoll, Brough, & Kalliath, 2004). In this present
study, we did not find an association between WRI and WFC (see Chapter 4). The difference
between previous studies and our study may be related to the Indonesian collectivistic culture
(Hofstede & Hofstede, 2005). For Indonesians working couples, work is a way to meet
family expectations and obligations, and that employment gives status and prestige not only
for an individual but also for his/her family. Therefore, high WRI that may give status and
prestige do not lead to WFC.
We found a negative association between supervisor support and WFC, similar to
previous studies (e.g., DiRenzo, Greenhaus, & Weer, 2011; O’Driscoll, Brough, & Kalliath,
2004). Contrary to our expectation, we did not find a relationship between co-workers
support and WFC (see Chapter 5). A possible explanation for this finding is based on the
collectivistic culture. For Indonesians working couples, it is important to be part of the work
group and to have a sense of belonging to this group. As a form of group loyalty, they may be
voluntarily complete work tasks at home, regardless how much support they receive from
their co-workers. Therefore, co-workers support may not lead to WFC.
Several studies found that FWC was associated with family variables such as FRI and
family support (e.g., Adams et al., 1996; Aycan & Eskin, 2005; Carlson & Kacmar, 2000;
Frone et al., 1992). In this study, we found a significant negative relationship between FRI
and FWC (see Chapter 4), while other studies found a positive relationship between FRI and
FWC (e.g., Carlson & Kacmar, 2000; Frone et al., 1992;

Greenhaus, Parasuraman, &

Collins, 2001). The difference between our study and these studies may be explained by the
Indonesian culture. Indonesian working couples view their family role as more important
than their work role. Therefore, the more important the family role (FRI) is for working
couples, the less FWC they experience.
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With regard to support from spouse and extended family, we found a negative
association between spouse and extended family support and FWC (Chapter 5). This result is
consistent with previous studies (e.g., Adams et al., 1996; Aycan & Eskin, 2005; O’Driscoll
et al., 2004). Spouse and extended family support might help working couples to overcome
difficulties in the family and to prevent FWC.
In this present study, we did not find empirical evidence that WFC is a mediator
between WRI and marital satisfaction (Chapter 4), neither between supervisor support and
marital satisfaction, and between co-workers support and marital satisfaction (Chapter 5).
Although our results did not confirm mediation models of WFC between WRI/supervisor
support/co-workers support at the one side and marital satisfaction at the other, we found
direct relationships between WRI, supervisor support, co-workers support and marital
satisfaction. A possible explanation may be based on the Spillover theory (Edwards &
Rothbard, 2000; Greenhaus & Singh, 2004). Working couples who are involved and invest
more in work are highly appreciated by their superior and co-workers. Supervisor and coworkers may be easy to approach and give assistance when needed. So that the combination
of WRI and work support may create a positive work environment, that generates positive
affect and positive experiences in individuals. This positive affect on work may spill over to
the family and may increase happiness and enthusiasm in couples that has a positive effect on
their marital satisfaction.
In the current study, we found that FWC partially mediated the relationship between
FRI and job satisfaction (Chapter 4), between spouse support and job satisfaction, and
between extended family support and job satisfaction (Chapter 5). These results suggest that
FRI and family support from spouse and extended family influence job satisfaction directly
and indirectly through FWC. The direct relationship between FRI and family support at the
one hand, and job satisfaction at the other indicates a positive spillover from the family
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domain to the work domain as pointed out by several researchers (e.g., Demerouti et al.,
2005; Lambert, 1990; Leiter & Durup, 1996). When working couples are committed and
attached more to their family, they will be highly appreciated by their spouse and extended
family. Their spouse and extended family may easy give support and assistance when needed.
The combination of FRI and family support may create positive interactions between
individuals, their spouses, and family members. This positive relation may develop positive
energy and produce a feeling of happiness that may spill over to the work domain. This
positive feeling and energy may increase individuals’ motivation and happiness at work, and
that increases job satisfaction.
Our study found that job satisfaction was negatively related to FWC, and positively
related to WRI, supervisor support, and co-workers support. Marital satisfaction was
negatively associated with WFC, and positively associated with FRI, spouse support, and
extended family support (see Chapter 3, Chapter 4, and Chapter 5). Our results are in line
with previous studies (Aryee et al., 1999; Bedeian et al., 1988; Carlson et al., 2010; Carly et
al., 2002; Kossek & Ozeki, 1998) and confirm the domain specificity perspective (Frone et al,
1992; Shockley & Singla, 2011). Domain specificity means that job satisfaction is associated
with work variables and that marital satisfaction is related to family variables. In summary,
WFC and FWC are sources of stress which may lead to dissatisfaction with job and marriage.
Work and family support, conversely,

are resources to reduce stress (Greenhaus &

Parasuraman, 1986; Parasuraman, Greenhaus, & Granrose, 1992) and may increase
individuals’ job and marital satisfaction.

6.3. Limitations and Future Research
Specific limitations are mentioned and discussed in the relevant chapters. Here, we want to
make some general remarks regarding the limitations of the present dissertation.
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First, all four studies in this dissertation used self-report questionnaires. Self-reports
may be highly influenced by respondent characteristics such as social desirability bias.
Participants in this study may had a desire to maintain a positive self-image, especially in the
Indonesian culture. For Indonesians, conflict between work and family, marital
dissatisfaction or considering work as more important than the family can be sensitive issues.
Future studies should consider using multiple sources of data to extend this area of research
such as a spouse, supervisor, and co-workers perception on individuals’ life role importance,
work-family conflicts, social support, and satisfaction.
A second limitation is the cross-sectional design of all four studies that may prohibit
conclusions about the dynamics of life role importance, work-family conflicts, and
satisfaction on couples’ various stages of their marriage and career. Even so, our studies offer
some new results to understand the phenomena of work-family conflicts, its antecedents, and
outcomes in the Indonesian context. We propose longitudinal studies to investigate the
dynamics of work-family conflicts in Indonesian working couples.
Another point of consideration is that participants in this dissertation were from
two Indonesian major cities representing urban areas. Consequently, our findings cannot
be easily generalized. Therefore, we suggest future studies to use participants from other
major cities and less urban or rural areas in Indonesia to increase the possibility of
generalizing.
Finally, the current dissertation primarily focused on the negative interaction
between work and family domain. As noted in the introduction, working couples may
also benefit from combining work and family in terms of “enrichment, positive spillover,
and balance”. Nevertheless, our studies provide a comprehensive view of work-family
conflicts which may become a strong base to continue studies on the positive side of
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work-family interactions. We suggest examining the positive side of work-family
interaction among Indonesian working couples in future studies.

6.4. Practical Implications
In this section, we present two categories of practical implications related to our
dissertation findings, first, couple level interventions and second, individual level
interventions.

6.4.1. Couple-level interventions
Several interventions for couples may be deduced from the findings of the gender
differences and crossover studies presented in Chapter 2 and Chapter 3. In those studies,
we concluded that negative experience of WFC and FWC crossover between marital
partners and that conflicts lead to dissatisfaction with job and marriage. To prevent and
overcome the negative crossover of WFC and FWC between couples, we suggested the
following interventions. First of all, couples may have “heart to heart” communication to
discuss the extent to which they are satisfied with their current division of work and
family tasks. If one or both partners agree that this division is not optimal or dissatisfy
him/her, couples may consider outsourcing for several household activities with paid
(e.g., domestic helper) or unpaid helpers (e.g., extended family).
Second, both partners may start constructive communication and discuss their
experience of stress or strain in the work or family domain. If one or both spouses
experience conflicts or dissatisfaction, they may support each other and seek constructive
problem-solving. Also, they may seek help or support from work, family or professionals
to reduce the effects of stress or strain. According to a recent study by Carroll (2012),
communication skills are a potential intervention for couples that experience work-family
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conflicts. Therefore, high frequency of open discussion between couples can develop
couples’ communication and listening skills to reduce stress or strain between work and
family that may negatively affect their satisfaction with job and marriage.
Third, couples may learn and practice about time management formally (e.g., courses)
or informally. This suggestion is based on Strong and Cohen’s (2016) statement, that
developing time management skills can be beneficial for couples to adapt with marital
changes because new experiences of child rearing and parental roles. Working couples with
children have to deal with work time demands, and coordination of domestic and parental
tasks. Therefore, time management skills may be suitable for Indonesian working couples to
deal with time-related activities and responsibilities from work and family.

6.4.2. Individual-level interventions
At the individual level, we distinguish two recommendations based on the level of
work-family conflicts. Those who experience a medium to high level of conflict or stress
may learn simple relaxation techniques (e.g., yoga, meditation). These techniques have
been recognized as safe and inexpensive for management stress in a working population
(Carrington, Collings, Benson et al., 1980). For individuals with a medium to low level of
work-family conflicts, we recommend to have leisure activities with families and friends.
Our recommendation is based on an earlier study that found that participation in leisures
activities is associated with life satisfaction among aging individuals (Hersch, 1990).

6.5. Conclusions
Work-family conflicts are complex phenomena in daily lives experienced by working
couples. They may complicate their lives and reduce satisfaction. The present study has
drawn attention to several approaches to elaborate the dynamics between work and family.
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Our study found results that were similar results found in Western and East Asian countries
but we also found specific results that only fit in Indonesia’s cultural context. It suggests that
researchers must explore specific cultural factors in order to broaden their understanding of
work-family experiences among working couples.
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Summary

Over the past two decades, the number of women entering the labour market has grown
sharply in Indonesia. This led to a situation in which many couples with one or more children
work full time and this has affected the way partners distribute home/family care and labour.
Both partners had to orient themselves to their new role. The primary responsibility of men
was to ensure income and the primary responsibility for women was to care for the family,
now their work and family became a joint responsibility. The fact that this transition of roles
can lead to difficulties is referred in the literature as work-family conflicts.
The purpose of this study was to investigate the extent to which these conflicts relate
to gender (differences between men and women), to the importance of parents attaching to
work and family and the support they receive from their work and family. Furthermore, the
extent to which work-family conflicts affect job and marital satisfaction of full-time working
couples with one or more children have been investigated. The survey involved 404 couples.
In Chapter 2, relationships were investigated between gender, the importance of work
and family for the parents and the degree of work-family conflicts. Based on the answers to
questions about how important work and family were for parents, four profiles were found: a
Work profile, a Family profile, a Dual and a Low profile. Parents with a Work profile
attached more to their work and less to their family. That profile was more common in men
than in women. Parents with a Family profile were very attached to their family and less to
their work. That profile was more common in women than in men. Parents with a Dual
profile were strongly attached to their work as well as to their family. That profile was similar
to men and women. Low profile parents attached little to their work and their family. That
profile was more typical for men than for women. In terms of work-family conflicts, a
distinction was made between work-to-family conflicts (WFC) and family-to-work conflicts
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(FWC). WFC meant that work caused problems in the family, while FWC meant that the
family situation caused problems at work. Men in the Dual profile group experienced the
least WFC and FWC, while men in the Low profile group experienced the most WFC and
FWC. No differences were found in the extent of WFC among women in the four profile
groups. Women in the Dual profile experienced the least FWC and women in the Low
profile experienced the most FWC.
In Chapter 3, relationships were investigated between WFC and FWC, and job and
marital satisfaction. Positive correlations were found between partners WFC and FWC, and
between job and marital satisfaction. Four models examined cross-over effects from man to
woman and vice versa. The first model tested whether the assumed negative correlation
between the extent to which men experience WFC and the marital satisfaction of their wives
was mediated by their own marital satisfaction. This proved not to be the case. The second
model examined whether the negative correlation between women's WFC and the marital
satisfaction of their men was mediated by their own marital satisfaction. This proved to be the
case. The more women experienced WFC, the less was their marital satisfaction, and that
caused less marital satisfaction at their spouses. The third model examined whether the
negative correlation between the extent to which men experienced FWC and the job
satisfaction of their wives was mediated by their own job satisfaction. This proved to be the
case. The more men experienced FWC, the lower their job satisfaction, and this had a
negative impact on the job satisfaction of their wives. The fourth model examined whether
the negative correlation between the extent to which women were experiencing FWC and the
job satisfaction of their spouses was mediated by their own job satisfaction. That proved to be
the case. The more women experienced FWC, the less their job satisfaction, and this had a
negative impact on their husbands' job satisfaction.
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In Chapter 4, relationships were investigated between respondents’ work and family
role importance, WFC and FWC, and their job and marital satisfaction. There was no
correlation between respondents' work role importance and WFC. However, there was a
negative correlation between the respondents’ family role importance and FWC. WFC was
negatively related to marital satisfaction, while FWC was negatively associated with job
satisfaction. The more respondents attached to their work and their family, the greater their
job and marital satisfaction. In Chapter 4, a mediating effect of WFC was also assumed
between respondents’ work role importance and marital satisfaction. Because there was no
correlation between respondents’ work role importance and WFC, testing such a mediating
effect did not make sense. Finally, it was found that FWC partially mediated the relationship
between the importance of family role and job satisfaction. The positive correlation between
family role importance and job satisfaction was due to the fact that people who attached to
their family experienced less FWC.
In Chapter 5, relationships were investigated between received support at work and in
the family, the extent to which respondents were experiencing WFC and FWC, and their job
and marital satisfaction. The more respondents received support from their supervisor, the
less WFC they experienced. The level of support from co-workers did not relate to the degree
of WFC. The more support respondents’ received from their spouse and extended family, the
less FWC they experienced. Both support from work and family related positively with job
and marital satisfaction.
In Chapter 5, four mediation models were also tested. In the first model, it was
assumed that the more support received from the supervisor, the greater marital satisfaction
of the respondents would be because they would experience less WFC. It was found that
there was a positive correlation between support from the supervisor and marital satisfaction,
but that relationship could not be explained by the fact that respondents suffer less WFC. In
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the second model, a mediating effect of WFC was assumed between co-workers support and
marital satisfaction. Because no relationship was found between co-workers support and
WFC, testing of the second model did not make sense. In the third model, it was assumed that
the positive relationship between support from spouse and job satisfaction could be explained
by the fact that the more support from the spouse was experienced, the less FWC
experienced. This turned out to be the case. In the fourth model, it was assumed that the more
support from the extended family, the greater the job satisfaction, and that would be
explained by the fact that more support from the extended family would cause less FWC.
This too proved to be the case.
Chapter 6 discussed the limitations of this study and made recommendations for
future research. A first limitation is that all results are based on self-reports. A second
limitation concerns the cross-sectional nature of this study. A third limitation is that in this
study only relatively higher educated respondents from only two major Indonesian cities are
involved. In future studies, multiple sources are needed to gather information about WFC and
FWC. Long-term research is also needed to better elaborate the causal effects that have been
provisionally taken in this study. The research should also be replicated in more cities and in
rural areas and with lower educated families.
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Samenvatting
De laatste twee decennia is in Indonesië het aantal vrouwen dat tot de arbeidsmarkt is
toegetreden, enorm toegenomen. Dat heeft geleid tot een situatie waarin veel echtparen met
een of meer kinderen full-time werkzaam zijn en dat heeft weer gevolgen gehad voor de
wijze waarop partners zorg en arbeid verdelen. Beide partners moesten zich oriënteren op hun
nieuwe rol. Was werken de primaire verantwoordelijkheid van de man om voor het inkomen
te zorgen en was de zorg voor het gezin de primaire verantwoordelijkheid voor de vrouw, nu
zijn werk en gezin een gezamenlijke verantwoordelijkheid geworden. Dat deze transitie van
rollen tot moeilijkheden kan leiden, wordt in de literatuur aangeduid met werk-gezin-conflict.
Het doel van deze studie was te onderzoeken in welke mate die conflicten
samenhangen met geslacht (verschillen tussen mannen en vrouwen), met het belang dat beide
ouders hechten aan werk en gezin en met de ondersteuning die zij op hun werk en voor hun
gezin krijgen. Verder is nagegaan in hoeverre werk-gezin-conflicten van invloed zijn op de
arbeids- en huwelijkssatisfactie van full-time werkende echtparen met een of meer kinderen.
Aan het onderzoek deden 404 echtparen mee.
In Hoofdstuk 2 zijn relaties onderzocht tussen geslacht, het belang dat ouders hechten
aan werk en gezin en de mate van werk-gezin-conflicten. Op basis van antwoorden op vragen
over hoeveel belang ouders hechten aan werk en gezin werden vier profielen gevonden: een
werkprofiel, een gezinsprofiel, een duaal en een laag profiel. Ouders met een werkprofiel
hechtten veel belang aan hun werk en veel minder aan hun gezin. Dat profiel kwam veel meer
voor bij mannen dan bij vrouwen. Ouders met een gezinsprofiel hechtten veel belang aan hun
gezin en veel minder aan hun werk. Dat profiel kwam veel meer voor bij vrouwen dan bij
mannen. Ouders met een duaal profiel werden gekenmerkt als ouders die zowel aan hun werk
als aan hun gezin veel belang hechten. Dat profiel kwam in gelijke mate bij mannen en
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vrouwen voor. Ouders met een laag profiel zeiden zowel aan hun werk als aan hun gezin
weinig belang te hechten. Dat profiel was meer kenmerkend voor mannen dan voor vrouwen.
Wat betreft werk-gezin-conflict werd een onderscheid gemaakt tussen werk-gezinconflicten (WGC) en gezin-werk-conflicten (GWC). WGC hielden in dat het werk problemen
in het gezin veroorzaakte, terwijl GWC betekenden dat de gezinssituatie problemen op het
werk deed ontstaan. Mannen met een duaal profiel ervoeren het minst WGC en GWC, terwijl
mannen met een laag profiel de meeste WGC en GWC ervoeren. Er werden geen verschillen
gevonden in de mate van WGC tussen de vrouwen uit de vier profielgroepen. Vrouwen met
een duaal profiel ervoeren wel meer GWC dan vrouwen met een laag profiel.
In Hoofdstuk 3 werden relaties onderzocht tussen WGC en GWC, en arbeids- en
huwelijkssatisfactie. Er werden positieve samenhangen gevonden tussen de mate waarin
partners WGC en GWC ervoeren, en tussen de mate van arbeids- en huwelijkssatisfactie. In
vier modellen werden cross-overeffecten onderzocht van man naar vrouw en vice versa. In
het eerste model werd getoetst of de veronderstelde negatieve samenhang tussen de mate
waarin mannen WGC ervoeren en de huwelijkssatisfactie van hun echtgenotes werd
gemedieerd door hun eigen huwelijkssatisfactie. Dit bleek niet het geval te zijn. In het tweede
model is nagegaan of de negatieve samenhang tussen de mate waarin vrouwen WGC
ervoeren en de huwelijkssatisfactie van hun mannen werd gemedieerd door hun eigen
huwelijkssatisfactie. Dit bleek deels het geval te zijn. Hoe meer WGC vrouwen ervoeren, des
te geringer was hun huwelijkssatisfactie en dat veroorzaakte minder huwelijkssatisfactie bij
hun echtgenoten. In het derde model werd nagegaan of de negatieve samenhang tussen de
mate waarin mannen GWC ervoeren en de arbeidssatisfactie van hun echtgenotes werd
gemedieerd door hun eigen arbeidssatisfactie. Dit bleek duidelijk het geval te zijn. Hoe meer
mannen GWC ervoeren, des te geringer was hun arbeidssatisfactie en dat had weer een
negatieve invloed op de arbeidssatisfactie van hun echtgenotes. In het vierde model werd
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nagegaan of de negatieve samenhang tussen de mate waarin vrouwen GWC ervoeren en de
arbeidssatisfactie van hun echtgenoten werd gemedieerd door hun eigen arbeidssatisfactie.
Dat bleek het geval te zijn. Hoe meer vrouwen GWC ervoeren, des te geringer was hun
arbeidssatisfactie en dat had weer een negatief effect op de arbeidssatisfactie van hun
echtgenoten.
In Hoofdstuk 4 werden relaties onderzocht tussen het belang dat respondenten
hechten aan hun werk en gezin, de mate van WGC en GWC en hun arbeids- en
huwelijkssatisfactie. Er werd geen samenhang gevonden tussen de mate waarin respondenten
belang hechten aan hun werk en WGC. Wel was er een negatieve samenhang tussen het
belang dat respondenten hechten aan hun gezin en GWC. WGC waren negatief gerelateerd
aan huwelijkssatisfactie, terwijl GWC negatief samenhingen met arbeidssatisfactie. Hoe meer
respondenten hechtten aan hun werk en hun gezin, des te groter was hun arbeids- en
huwelijkssatisfactie. In Hoofdstuk 4 werd ook een mediërend effect van WGC verondersteld
tussen het belang dat respondenten hechten aan hun werk en huwelijkssatisfactie. Omdat er
geen samenhang werd gevonden tussen het belang dat respondenten hechten aan hun werk
en WGC had het testen van zo’n mediërend effect geen zin. Ten slotte werd gevonden dat
GWC deels de relatie medieert tussen het belang dat mensen hechten aan hun gezin en
arbeidssatisfactie. De positieve samenhang tussen het belang dat mensen hechten aan hun
gezin en hun arbeidssatisfactie werd deels veroorzaakt doordat mensen die veel belang aan
hun gezin hechten minder GWC ervoeren.
In Hoofdstuk 5 werden relaties onderzocht tussen ondersteuning die respondenten
ondervonden op hun werk en in het gezin, de mate waarin ze WGC en GWC ervoeren en hun
arbeids- en huwelijkssatisfactie. Hoe meer respondenten steun kregen van hun
leidinggevende, des te minder ervoeren zij WGC. De mate van steun van collega’s hing niet
samen met de mate van WGC. Hoe meer steun respondenten kregen in hun gezin, des te
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minder GWC zij ervoeren. Zowel ondersteuning op het werk als steun in het gezin hingen
positief samen met arbeids- en huwelijkssatisfactie.
In Hoofdstuk 5 werden ook vier mediatiemodellen getoetst. In het eerste model werd
verondersteld dat hoe meer steun men van de leidinggevende ontving, des te groter de
huwelijkssatisfactie van de respondenten zou zijn, omdat zij in dat geval minder WGC
zouden ervaren. Er werd wel gevonden dat er een positieve samenhang was tussen steun van
leidinggevende en de mate van huwelijkssatisfactie, maar die samenhang kon niet verklaard
worden uit het feit dat respondenten minder WGC ervoeren. In het tweede model werd een
mediërend effect van WGC verondersteld tussen steun van collega’s en huwelijkssatisfactie.
Omdat er geen relatie gevonden werd tussen steun van collega’s en de mate van WGC had
het toetsen van het tweede model geen zin. In het derde model werd verondersteld dat de
positieve relatie tussen steun voor het gezin en arbeidssatisfactie verklaard kon worden uit het
feit dat hoe meer steun voor het gezin werd ervaren, er des te minder GWC zouden zijn. Dit
bleek deels het geval. In het vierde model werd verondersteld dat hoe meer steun men voor
het gezin ondervond, des te groter de arbeidssatisfactie zou zijn en dat dat verklaarbaar zou
zijn uit het feit dat hoe meer steun er voor het gezin was, er minder GWC zouden zijn. Ook
dit bleek deels het geval te zijn.
In Hoofdstuk 6 is ingegaan op de beperkingen van deze studie en zijn er
aanbevelingen gedaan voor toekomstig onderzoek. Een eerste beperking is dat alle resultaten
gebaseerd zijn op self-reports. Een tweede beperking betreft het cross-sectionele karakter van
deze studie. Een derde beperking is gelegen in het feit dat in deze studie alleen relatief hoger
opgeleide respondenten uit slechts twee grote Indonesische steden betrokken zijn. In
toekomstige studies zijn meerdere bronnen nodig om informatie over WGC en GWC te
verzamelen. Ook is longitudinaal onderzoek nodig om de voorlopig in deze studie getrokken
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causale effecten beter te onderbouwen. Ook zou het onderzoek gerepliceerd moeten worden
in meer steden en op het platteland en onder lager opgeleide gezinnen.
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