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Abstract - This study aimed to measure the effect of work-family conflict and social support (supervisor, peer, 

and family support) on the job satisfaction of the female employees of two private companies in Indonesia. Data 

collection was done by simple random sampling of 145 population of female employees. The returned and valid 

questionnaire results were 139 samples. Data processing was used SEM method with SmartPLS 3.0 software. 

The results of this study concluded that work-family conflict, peer support, and family support have a significant 

effect on job satisfaction. Meanwhile, supervisor support has not a significant effect on job satisfaction. This new 

research proposed a model for building job satisfaction among the private company employees in Indonesia 

through enhancing social support and manage work-family conflict. 
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I. INTRODUCTION 

 

Currently, the concept of family is an important concept that continues to develop and be involved in the life of 

every individual, including employees, especially female employees. To achieve a good quality of life, family life 

needs to be maintained because family conflicts can affect the value of the sustainability of the quality of 

life(Asbari, Bernarto, et al., 2020; Asbari, Pramono, Kotamena, et al., 2020). The company, need to continuously 

improve the quality of services to meet student needs for comprehensive and empowering education and teaching 

services(Asbari, 2015; Asbari, Chi Hyun, et al., 2020; Asbari, Hyun, Wijayanti, et al., 2020; Asbari, Nurhayati, et 

al., 2019, 2020; Asbari, Purwanto, Fayzhall, et al., 2020; Asbari, Purwanto, Maesaroh, et al., 2020; Asbari, 

Wijayanti, et al., 2019; Goestjahjanti et al., 2020; Hutagalung et al., 2020; Maesaroh et al., 2020; Purwanto, 

Asbari, & Santoso, 2020). The increasing challenges and expectations of the world of education for the quantity 

and quality of education in this country have affected and cannot be separated from the important role of an 

employee. Employees, especially female employees, will have a heavy workload, have irregular working hours, 

and have difficulty reconciling work and family life(Asbari, Purwanto, et al., 2019; Asbari, Santoso, et al., 2019; 

Asbari, Wijayanti, Hyun, et al., 2020; Purwanto; et al., 2019; Purwanto, Mayesti Wijayanti, et al., 2019; 

Purwanto, Asbari, et al., 2019; Purwanto, Asbari, Santoso, et al., 2020; Purwanto, Budi Santoso, & Asbari, 2020; 

Purwanto, Asbari, Budi Santoso, et al., 2020; Purwanto, Putri , Ahmad, et al., 2020; Santoso et al., 2019). 

Increased work-family conflict hurts job satisfaction and employee performance(Karakas & Sahin, 2017; 

Mansour & Tremblay, 2016). These findings suggest that responsibilities at work and responsibilities at home 

cannot coincide successfully in an employee's life(Asbari, Pramono, Kotamena, et al., 2020). Company 

institutions, as well as other formal organizations, are not free from the work-family conflict experienced by 

members of the organization, especially female employees. Being a wife, parent, and employee at the same time 

can cause disharmony in one of the several roles played. One of the problems that arise is related to the dual role 

of female employees, namely work-family conflict. Problems like this are a form of conflict between roles as a 

result of pressure or an imbalance of roles between roles at work and roles in the family(Smith et al., 2019). 

 

To increase the competitive and comparative power of Indonesian manpower and human resources in the global 

arena, it is necessary to carry out adequate studies to find solutions to the problem of work-family conflict, 

especially among female employees. This study will focus on examining the relationship and influence between 

work-family conflict, work stress, and social support on the job satisfaction of female employees in two private 



 

INTERNATIONAL JOURNAL OF SOCIAL AND  MANAGEMENT STUDIES (IJOSMAS) 
Volume:    01   No: 01                            http://www.ijosmas.org                                      

 

33 

 

companies in Indonesia. This study also analyzes the role of social support from superiors, co-workers, and 

families of the employees concerned. 

 

 

 

 

II. LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

 

Work-Family Conflict 

 

According to(Greenhaus & Beutell, 1985)Work-family conflict is a form of inter-role conflict, namely the 

pressure or imbalance of roles between roles at work and roles in the family. High working hours and heavy 

workloads are a direct sign of a work-family conflict due to the excessive time and effort spent working. This 

results in a lack of time and energy that can be used for family activities. ( G r e e n h a u s  &  B e u t e l l ,  

1 9 8 5 )  describe the types of conflict-related to the dilemma of female roles between household and work. 

First, time-based conflict is a conflict that occurs because time is used to fulfill one role and cannot be used to 

fulfill other roles, including the division of time, energy, and opportunities between work and household roles. 

In this case, scheduling is difficult and time-limited when the demands and behaviors required to play the two 

don't match. Second, strain-based conflict, which refers to the emergence of tensions or emotional states 

generated by one role, making it difficult for a person to fulfill the demands of another role. For example, a 

mother who works all day will feel tired, and it makes it difficult to sit comfortably with the child completing his 

homework. These role strains can include stress, increased blood pressure, anxiety, emotional states, and 

headaches. Third, behavior-based conflict is a conflict that arises when expectations from a behavior are 

different from expectations from other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. is a conflict that arises when the expectations of behavior are 

different from the expectations of other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. is a conflict that arises when the expectations of behavior are 

different from the expectations of other role behaviors. The mismatch of individual behavior at work and at 

home, which is due to differences in the rules of behavior of career employees, is usually difficult to swap 

between the roles she plays with one another. 

 

Social Support 

 

Social support is the act of helping others and peacefully communicating with others(Seers et al., 1983). This 

helpful behavior is manifested in three forms, namely, first, affection and maintenance attention that helps 

maintain self-esteem and supports beliefs, second is information assistance and practical problem-solving 

guidance, and third is support in the form of encouragement in the form of assessment or feedback. (Seers et al., 

1983). Social support (social support) affects the behavior of maintaining one's health (Blanch & Aluja, 2012). 

This study describes social support which has a specific role in reducing work-family conflict, as explained by 

the research results(Mansour & Tremblay, 2016). Several previous studies stated that social support provides 

deep enhancing therapy psychological and physiological health (Cohen & Wills, 1985)Social support can be 

considered as an antecedent of work-family conflict or a moderator for the relationship between job demands and 

work-family conflict. As is (Cohen & Wills, 1985)It has been noted that social support has a significant impact 

on physical and psychological health. The research model implies that social support is useful in reducing work-

family conflict. Social support is categorized into several factors based on sources, such as superiors, co-workers 

and family(Armstrong et al., 2015). 

 

Job satisfaction 

 

Job satisfaction is a pleasant or positive emotional state that results from a person's assessment of his work or 

experience (Armstrong et al., 2015; Baluyos et al., 2019; Chordiya et al., 2017; Eliyana et al., 2019; Hedayat et 

al., 2018; Ith, 2011; Qureshi et al., 2019; Sabahi & Sanai Dashti, 2016). In other words, job satisfaction, in this 

case, the job satisfaction of an employee is a positive or negative emotion as a result of an employee's evaluation 

of the level of satisfaction with his job. Therefore, job satisfaction is one of the most frequently measured 

organizational variables in research and has been widely studied in organizational behavior. Job satisfaction is an 

important indicator of how workers feel about their jobs and predictors of work behavior such as motivation, 

absenteeism, and performance. (Bogler, 2001; Onyemah et al., 2018). 

 

Hypothesis Formulation 

 

The first hypothesis proposed in this study is about the relationship between work-family conflict and job 

satisfaction. Work-family conflict hurts job satisfaction. Taiwan prison officers who experience higher levels of 
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work-family conflict tend to be less satisfied with their jobs(Hsu, 2011). The same conclusion is given 

by(Armstrong et al., 2015)which states that work-family conflict is also closely related to job dissatisfaction. 

Excessive and persistent workloads, tight deadlines, and conflicting demands in the workplace create tension on 

employees. This reduces their ability to employ responsibilities outside of work, such as within the family. Also 

accompanied by feelings of dissatisfaction with the work-family balance(Beham & Drobnič, 2010). In line with 

what was stated in the research conclusion(Asbari, Bernarto, et al., 2020; Asbari, Pramono, Kotamena, et al., 

2020). 

 

Many researchers have shown a significant negative correlation between work-family conflict and job 

satisfaction. For example, in a study conducted in Malaysia among single-parent employees, work-family conflict 

was negatively related to job satisfaction(Ngah et al., 2010). Based on the findings of previous studies, work-

family conflict leads to lower job satisfaction. Therefore the authors formulate the first hypothesis as follows: 

 

H1: Work-family conflict has a significant effect on job satisfaction of female employees in Indonesia 

 

Social support and job satisfaction is a widely researched and common antecedent relationship in explaining 

organizational behavior (Blanch & Aluja, 2012; Cohen & Wills, 1985; Lambert et al., 2015; Mansour & 

Tremblay, 2016; Ngah et al., 2010; Pluut et al., 2018). Research(Lambert et al., 2015)concluded that supervisor 

support and peer support have a significant effect on job satisfaction, while family support has no significant 

effect. Likewise, the research conclusion(Ngah et al., 2010)states that support supervisor has a positive and 

significant effect on job satisfaction. Besides, in the conclusion of his research,(Blanch & Aluja, 2012)states that 

supervisor and family support have a negative and significant effect on burnout. Based on the findings of these 

studies, the third, fourth, and fifth hypotheses are formulated: 

 

H2: Supervisor support has a significant effect on the job satisfaction of female employees in Indonesia 

 

H3: Peer support has a significant effect on the job satisfaction of female employees in Indonesia 

 

H4: Family support has a significant effect on job satisfaction of female employees in Indonesia 

 

 

Research Concept  

 

According to Sekaran & Bougie (2003), the theoretical framework is the foundation on which the entire research 

project is based. From the theoretical framework can be formulated hypotheses that can be tested to determine 

whether the theory formulated is valid or not. Then further it will be measured by appropriate statistical analysis. 

Referring to previous theory and research, there is a relationship between the following variables: work-family 

conflict, social support, and job satisfaction. Work-family conflict, social support, and job satisfaction refer to 

research parameters(Armstrong et al., 2015). For this reason, the authors built the following research model: 
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Figure 1. Research Model 

 

 

III. METHODS 

 

Operational Definition of Variables and Indicators  

 

The method used in this research is the quantitative method. Data was collected by distributing 

questionnaires to all female employees who have permanent status in one of the packaging industries in 

Indonesia. The instrument used to measure work-family conflict was adapted from(Armstrong et al., 

2015)using 23 items (WFC1-WFC23). Supervisor support uses 4 items (SSP1-SSP4), peer support uses 4 

items (PSP1-PSP4), family support uses 4 items (FSP1-FSP4), all of which are adapted from(Armstrong et 

al., 2015). Job satisfaction was adapted from(Armstrong et al., 2015)by using 5 items (JSA1-JSA5). The 

list of variables and items is mentioned in Table 1. The questionnaire is designed closed except for 

questions/statements regarding the identity of the respondent in the form of a semi-open questionnaire. 

Each closed question/statement item is given five answer options, namely: strongly agree (SS) score 5, 

agree (S) score 4, neutral (N) score 3, disagree (TS) score 2, and strongly disagree (STS) score 1. The 

method for processing data is by using PLS and using SmartPLS version 3.0 software as a tool. 

 

Population and Sample 

 

The population in this study were 145 female employees with permanent employee status at two private 

companies in Indonesia. The questionnaires were distributed using a simple random sampling technique. 

The questionnaire results returned and valid as many as 139 samples (95.86 percent of the population). 

 

 

IV. RESULTS AND DISCUSSION 

 

Sample Description 

 

Table 2.Sample Descriptive Information 

 

Criteria total % 

Age (as of March 2020) <30 years 21 15.1% 

30 - 40 years 106 76.3% 

> 40 years 12 8.6% 

Period of service as a permanent employee <5 years 100 71.9% 

5-10 years 34 24.5% 

> 10 years 5 3.6% 

Highest diploma ≥ S1 105 75.5% 

 = High company 34 24.5% 

    

 

 

Test Results of the Validity and Reliability of Research Indicators 

 

The measurement model testing stage includes testing for convergent validity, discriminant validity. 

Meanwhile, to test the construct reliability, Cronbach's alpha and composite reliability were used. The 

results of the PLS analysis can be used to test the research hypothesis if all indicators in the PLS model 

have met the requirements of convergent validity, discriminant validity, and reliability testing. 

 

Convergent Validity Testing  

 

A convergent validity test is done by looking at the loading factor value of each indicator against 

the construct. In most references, a factor weight of 0.5 or more is considered to have sufficiently strong 

validation to explain latent constructs(Chin, 1998; Ghozali, 2014; Hair et al., 2010). In this study, the 

minimum acceptable loading factor is 0.5, provided that the AVE value of each construct is> 0.5(Ghozali, 

2014). Based on the results of SmartPLS 3.0 processing, after items that do not meet the requirements are 

discarded, in Table 3, all indicators have a loading factor value above 0.5. So thus, the convergent validity 

of this research model has met the requirements. The value of loadings, cronbach's alpha, composite 

reliability and AVE for each complete construct can be seen in Table 3 below: 
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Table 3. Items Loadings, Cronbach's Alpha, Composite Reliability, and Average Variance Extracted 

(AVE) 

 

Variables Items Loadings 
Cronbach's 

Alpha 

Composite 

Reliability 
AVE 

Work-Family Conflict WFC1 0.674 0.806 0860 0.508 

(WFC) WFC16 0.794    

 WFC17 0.723    

 WFC18 0.753    

 WFC4 0.619    

 WFC6 0.752    

Job Satisfaction JSA1 0863 0.723 0.809 0.506 

(JSA) JSA2 0.889    

 JSA3 0.857    

 JSA4 0.857    

 JSA5 0.857    

Supervisor Support SSP1 0.754 0.691 0.822 0.625 

(SSP) SSP2 0.590    

 SSP4 0.822    

Peer Support PSP1 0.735 0817 0880 0.650 

(PSP) SS2 0.578    

 SS3 0.797    

 SS4 0.776    

Family Support FSP1 0.595 0.646 0849 0.738 

(FSP) FSP2 0.595    

 

 

Discriminant Validity Testing  

 

Discriminant validity is done to ensure that each concept of each latent variable is different from other 

latent variables. The model has good discriminant validity if the AVE square value of each exogenous 

construct (the value on the diagonal) exceeds the correlation between that construct and other constructs 

(values below the diagonal)(Ghozali, 2014). The results of discriminant validity testing using the AVE 

square value, namely by looking at the Fornell-Larcker Criterion Value obtained as referred to in Table 4. 

The results of the discriminant validity test in table 4 above indicate that all constructs have a square root 

value of AVE above the correlation value with the construct. other latency, through the Fornell-Larcker 

criteria, so it can be concluded that the model has met the discriminant validity(Fornell & Larcker, 1981). 

 

Construct Reliability Testing  

 

The construct reliability can be assessed from the Cronbach's alpha value and the composite reliability of 

each construct. The recommended composite reliability and Cronbach's alpha values are more than 

0.7(Ghozali, 2014), which can use the size of one of them. If the composite reliability value is above 0.7, 

then it is sufficient(Ghozali, 2014). The reliability test results in table 3 above show that all constructs 

have a composite reliability value greater than 0.7 (> 0.7). In conclusion, all constructs have met the 

required reliability. 

 

Hypothesis test  

 

Hypothesis testing in PLS is also called the inner model test. Hypothesis testing in this study includes 

testing the significance of direct effects and measuring the influence of exogenous variables on 

endogenous variables. The effect test was carried out using the t-statistic test in the partial least squared 

(PLS) analysis model using the SmartPLS 3.0 software. With the bootstrapping technique, the R Square 

value and significance test values are obtained as shown in the table below: 
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Table 4. Discriminant Validity 

 

Variables FSP JSA PSP SSP WFC 

      

FSP 0.859     

JSA 0.474 0.712    

PSP 0.436 0.587 0.806   

SSP 0.435 0.483 0.693 0.791  

WFC 0.299 0.505 0.279 0.333 0.713 

      

 

 

Table 5.Value of R Square 

 

 R Square R Square Adjusted 

   

JSA 0.500 0.482 

   

 

 

Table 6.Hypotheses Testing 

 

Hypotheses Relationship Beta SE T Statistics P-Values Decision 

H1 WFC -> JSA 0.331 0.066 5,046 0.000 Supported 

H2 SSP -> JSA 0.008 0.111 0.074 0.941 Not 

Supported 

H3 PSP -> JSA 0.404 0.113 3,585 0.000 Supported 

H4 FSP -> JSA 0.196 0.065 3,036 0.003 Supported 

 

 

Based on Table 5 above, the JSA R Square value is 0.500 which means that variable job satisfaction 

(JSA) can be explained by the work-family conflict (WFC) and social support variables, including supervisor 

support (SSP), peer support (PSP), family support (FSP) of 50.0%, while the remaining 50.0% is explained by 

other variables not discussed in this study. Meanwhile, Table 6 shows the T Statistics and P-Values which show 

the influence between the research variables that have been mentioned.  

 

Discussion 

 

Effect of Work-Family Conflict on  Job Satisfaction 

 

The results of data analysis show that work-family conflict has a positive and significant effect on job 

satisfaction. Evidenced by the t-statistics value of 5.046 is greater than 1.96 and the p-value of 0.000 is 

smaller than 0.05. Because the effect is significant, the conclusion is that the H1 hypothesis is accepted. So, 

It can be concluded that there is a positive and significant effect of work-family conflict on job satisfaction. This 

finding is different from the conclusion of the research(Hsu, 2011) who mentioned that work-family conflict 

hurts job satisfaction, where Taiwanese prison officers are experiencing levels of work-family conflict those who 

are taller are less likely to be satisfied with their jobs. Likewise, other studies conducted by(Armstrong et al., 

2015) found a similar conclusion. (Beham & Drobnič, 2010)explained that excessive and persistent workloads, 

tight deadlines, and conflicting demands at work create stress on employees, reducing their ability to employ 

their responsibilities outside of work, such as family members, parents and so on. Positive effect work-family 

conflict Job satisfaction can be driven by other factors, such as urgent financial needs so that any conflicts that 

occur at home or outside of work are not allowed to affect the work motivation of these female employees. It can 
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also be influenced by internal motivation, such as religious work behavior which is inherent in the perceptions of 

employees, that they work solely in hopes of the pleasure of God Almighty, not merely pursuing material things. 

 

Effect of Social Support on Job Satisfaction 

 

The results of data analysis show that social support has different effects on job satisfaction. First, 

supervisor support has no significant effect on job satisfaction. Evidenced by the t-statistics value of 0.074 

is smaller than 1.96 and a p-value of 0.941 is greater than 0.05. In conclusion, hypothesis H2 is rejected. 

Second, peer support has a positive and significant effect on job satisfaction. Evidenced by the t-statistics 

value of 3.585 is greater than 1.96 and the p-value of 0.000 is smaller than 0.05. In conclusion, hypothesis 

H3 is accepted. Third, family support has a positive and significant effect on job satisfaction. Evidenced by 

the t-statistics value of 3.036 is greater than 1.96 and a p-value of 0.003 is smaller than 0.05. In conclusion, 

hypothesis H4 is accepted. This study differs from the conclusions of the study (Lambert et al., 2015)which 

concluded that supervisor support and peer support had a significant effect on job satisfaction, while family 

support had no significant effect. Likewise, the research conclusion(Ngah et al., 2010)states that support 

supervisor has a positive and significant effect on job satisfaction. Besides, in the conclusion of his 

research,(Blanch & Aluja, 2012) states that supervisor and family support have a negative and significant effect 

on burnout. 

 

V. CONCLUSIONS AND SUGGESTIONS 

 

Conclusion 

 

From the data analysis that has been done previously, it has been proven that the independent variables work-

family conflict positive and significant effect on job satisfaction. Meanwhile, supervisor support has no 

significant effect on job satisfaction. In contrast to peer support and family support, both have a positive and 

significant effect on employee job satisfaction in two private companies in Indonesia. 

  

Suggestion 

 

Future studies should research other sectors besides education, such as the service industry, finance, and others 

to enrich this research topic. Also, it is advisable to increase the number of populations and samples to produce a 

more comprehensive research conclusion. Likewise, in future studies, it will be better to add and involve other 

relevant variables so that it will make the research in this theme more complete. 
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