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Abstract. The purpose of this study was to analyze the relationship between balance of
work and employment among working women. The study participants included 134
women from X and Y companies in Yogyakarta, Indonesia. The hypothesis proposed was
that the balance between work and life and satisfaction among respondents was positive
and significant. The study used the Job Satisfaction Survey (Cronbarch's Alpha = 0.930),
and the Work-Life Balance Scale (Cronbachs Alpha = 0.795) to measure the work-life
balance. Analysis of the data using a rho correlation technique by Spearman showed that
in working women there was a strong and positive relationship between work-life balance
and employment satisfaction (r = 0.352, p <0.000). The result implied the higher the
balance between work and life of the respondents, the higher the level of satisfaction at
work and vice versa. In addition, the results also showed that the job-life balance variable
affected 12.39 percent job satisfaction.
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1 Introduction

Today working women were no longer considered taboo. Women in the near past were
limited to the domestic sector activities. Nowadays this limitation was no longer standing as
women could be seen working in many public sectors even became leaders in such services [1],
[2]. The percentage of working women increased compared to previous years including in
Indonesia where the total female worker participation was 55.44 % [3]. Several factors
influenced women to work, including economic and social factors [4]. The economic factor was
the willingness to improve family welfare, while the social factor was the element of prestige,
especially for women who were highly educated and thought that work was self-actualization.
Therefore, many married women agreed that working outside the home had a high value, even
though the expected wages were not what they wanted.

The results of another survey conducted by CNN Indonesia in 2016 showed that as many
as 77 percent of employees claimed to be dissatisfied with the allowances and facilities provided
by the company [5], 83 percent of correspondents felt that the company did not give appreciation
for employee performance. The results of another survey conducted by the Global Leadership
Study in 2018 showed 83 percent of employees in Indonesia said they were not satisfied with
their work [6]. This research shows that satisfaction is most strongly influenced by the behavior
of the boss.

Workers had various values toward works which affected their job satisfaction [7]. Previous
research emphasized the role of job characteristics as determinants of job satisfaction [8] as well
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as organizational determinants such as leadership [9]. To achieve job satisfaction, workers
needed the opportunity to utilize various technique in the job so that their responsibilities could
be handled properly [7].

Dissatisfied employees could leave the job, often complain, disobey, steal company goods,
avoid job responsibilities [10]- [12]. Job satisfaction is very important because employees were
the most dominant factor in determining the success or failure of activities in an organization
[13], [14] and were the biggest resource of any organization [15]. Employment satisfaction has
created innovative ideas amongst employees that enable people to become loyal to the
organization. Workers would be more satisfied if the efficient work-life balance and stress
management policies would be what they expect.

Spector [16] argued that job satisfaction included an employee's feelings in general about
the work or as an interconnected series of employee’s attitudes towards aspects of the work. If
the company could influence the job satisfaction of employees, it would get many benefits. The
benefits of employee job satisfaction included the work being completed faster, damage can be
reduced, absenteeism, employee turnover and unit costs can be reduced, and work productivity
can be increased [17]. The characteristics of satisfied workers were having high motivation to
work and are happier to do their jobs, while the characteristics of workers who are less satisfied
are feeling lazy to go to work and not enthusiastic about doing their work [18], [19].

The low job satisfaction of women according to Spector [16] could cause employee health
to decline both physically and mentally. Another impact was the stress at work, which
demonstrated an important negative relationship between work stress and job satisfaction [20].
The higher the level of stress at work, the lower the satisfaction at work. The job satisfaction
also had a significant negative connection with the intention of turnover [21]. It meant that the
higher the intention to sell the lower the job satisfaction.

Job satisfaction could be influenced by several factors including psychological, social,
physical and financial ones [22], [23]. The survey results from Jobstreet.com in 2014 showed
that 73% of employees were dissatisfied with their jobs. This is due to several factors, including
work not according to educational background, no career path, military superior / paternalist /
indifferent character and not having a work-life balance or balance between life and work. The
factor that has the most influence is not having a work-life balance. As many as 85% of
correspondents admit that they do not have a balance between work and personal life. In this
research, one of the factors to be examined in relation to job satisfaction is work-life balance
[5].

The presence of work-life balance would increase job satisfaction or at least it could help
generating a job satisfaction. Previous research explained that employees would feel satisfied
with work and family life if there was a positive response in their work environment [24], [25].
Another research also showed a positive and significant relationship between work life balance
and job satisfaction among pharmacy company employees. The work life balance variable
affected employee job satisfaction by 42.2% and the rest was influenced by other variables [26].
Other research showed that work-life balance had a significant positive effect on job satisfaction
for female employees in commercial banks [27].

Work-life balance was a form of individual satisfaction in achieving a balance of life and
work [26], [28]. When work interfered with personal life, it would disturb the work-life balance
of employees [29]. Individual behavior could be a source of conflict and a source of energy for
individuals. If individuals could carry out responsibilities in work and personal life
simultaneously, they would feel job satisfaction because the work could be done well in the
office without being disturbed by personal or family problems [30].



The women joining the workforce had many consequences, especially for those with family
members. Women involving in the workforce had double burden. They were required to be
committed to their work, while at the same time they should also give priority to the role in the
family as housewives [31]. Having a dual role both as a worker and as a housewife can make
women unbalanced and there is a clash between worker responsibilities and the homewife
responsibility. Both roles require an equally good performance and can sacrifice a lot for their
families if women give priority to work.

Therefore, a combination of family and organizational support would certainly be better at
reducing the existing clash of responsibility. Personal and organizational supports were very
influential on workers in resolving conflicts of interest between work and personal life. There
was a very significant difference between workers who are supported by their families and
workers who are not supported by their families [32], [33].

Several studies with a similar concept of job satisfaction and work-life balance on female
workers had been investigated by many researchers. Research on relationship among female
doctor respondents found a significant positive result [34]. The results with significant
relationship were also found among women teachers [35], Banking and education women[36]
as well as building industry women[37],[38]. This paper examines in greater detail the
relationship between work life balance and satisfaction for working women, based on the
description above and previous research.

2 Method

Respondents in this study were women who worked in companies in Yogyakarta. The total
number of subjects in this study were 134 people. Respondents who are deemed to have met the
subject's criteria are women who work in a company and are over 17 years old.

The job satisfaction scale used was the Job Satisfaction Survey which was adapted from
Spector [39]. This scale can measure 9 aspects of job satisfaction, namely aspects of salary,
aspects of promotion, aspects of superiors, aspects of additional benefits, aspects of rewards,
aspects of work regulations and procedures, aspects of coworkers, aspects of job appraisal itself
and aspects of communication.

The scale of this study is an adjusted Fisher, Bulger and Smith work-life balance [29]. The
scale comprises 17 items with 6 favorite items and 11 unfavorable items. This measuring tool
measures four dimensions of the work-life balance: work interferes with the lives of people
(WIPL), work interferes with the work of people (PLIW), work is improved with life (WEPL)
and personal life improves with work (PLEW). The model used in the balance of work-life is
the Likert scale.

The results of the reliability test of the job satisfaction scale showed a Cronbach's alpha (o)
reliability score of 0.930 with a validity score that moved from -0.252 to 0.797. The results of
the work-life balance scale reliability test showed a Cronbach's alpha (a) reliability score of
0.795 with a validity score that moved from 0.067 to 0.666.

Hypothesis testing is used to test the validity of a statement statistically. The purpose of
hypothesis testing is to establish a basis for determining the decision to reject or accept the truth
of the assumptions made. Hypothesis testing is done using Spearman's rho correlational
technique when the data are abnormal, while for normal data using Pearson's correlational
technique. The hypothesis is accepted if it has a significance coefficient value of p <0.01.



3 Results and Discussion

3.1 Results

Normality test using Kolmogorov-Smirnov Test indicated that both job satisfaction and
work-life balance had significance value p = 0.200 (p < 0.05). Thus, both variables were
normally distributed. Linearity test result showed that job satisfaction and work-life balance had
linearity coefficient F = 19.784 and significance coefficient p = 0.000 (p < 0.05). This result
showed a linear correlation between job satisfaction and work-life balance. The test hypothesis
using rho correlation technique from Spearman indicated correlation coefficient r = 0.352,
meaningful coefficient p = 0.000 and coefficient r2 = 0.123. These results indicated that the
relationship between satisfaction at work and balance between work-life in working women was
significantly positive. The hypothesis proposed in this study has therefore been accepted. The
results also revealed that the effective contribution of work-life balance to job satisfaction was
12.3 percent. This indicated that other factors, about 87.7 percent, contributed to the satisfaction
of the study's respondents.

Further analysis was carried out to analyze the correlation between work-life balance
aspects and work satisfaction. The results of this test were summarized in Table 1. There have
been three considerable and positive correlations with job satisfaction in the work-life balance.
Interference in personal life, interference in work and work. The improvement of personal life
showed significant correlation between r = 0.317, r = 0.162 and r = 0.321 with respect.

Table 1. Results of correlation test between aspects of work-life balance and job satisfaction

Variable r p r
Work Interference with Personal Life and Job Satisfaction 0.317 0.00 0.10
Personal Life Interference with Work and Job Satisfaction 0.162 0.03 0.02
Work Personal Life Enhancement and Job Satisfaction 0.321 0.00 0.10

3.2 Discussions

The purpose of this study was to analyze the relation among working women in Yogyakarta,
Indonesia between work-life balance and job satisfaction. The study was conducted with 134
participants. The statistical analysis showed that the distribution of data was normal and that the
data was either linear or not straight. The hypothesis in this study was that the relation between
job satisfaction and balance between work and life was positive. Based on the results of Pearson
correlation testing, a positive relationship was found between work-life balance and job
satisfaction.

Earlier studies have shown a good correlation between balance between work and life and
job satisfaction [17], [40], [41]. This implied that the higher the balance between work and life,
the higher the satisfaction of the worker. Conversely, the lower the balance between work and
life, the lower the satisfaction of the respondents. It could therefore be concluded that the
hypothesis was accepted in this study.

The results of further analysis on every aspect of the work/life balance showed a significant
positive relationship. Work interference with personal life and work interference had a positive
and important relation to job satisfaction. This contradicts previous findings showing that
interference with personal life has a negative relation to job satisfaction [42]. This means that
the greater the interference in the workplace, the greater the job satisfaction and vice versa. The



improvement in personal life work had a positive and significant relationship to job satisfaction.
This was in line with previous studies in Oman [42] and Philippines [35]. The higher the work
personal life improvement, the greater the satisfaction of the job and vice versa.

The results also showed that aspects of work-life balance contribute effectively to job
satisfaction. Work interference with personal life has contributed 10 percent effectively to the
satisfaction of employment. Personal Life Interference with Work has contributed 2.6% to job
satisfaction. The improvement in personal life work has provided an effective contribution of
10.3 percent.

4 Conclusion

This study showed that the balance of work-life and job satisfaction among working women
in companies X and Y in Yogyakarta, Indonesia was a positive and significant relationship. This
meant that the greater the balance between work and life among the respondents, the higher the
job satisfaction and vice versa. The limitation of this research was limited problems explored in
the research area. Furthermore, distribution of the questionnaire was directly because of the
work load of the respondents. The questionnaire was entrusted to the human resource
departments of the company in each office. It implied that the researchers could not ensure that
all respondents fill out the questionnaire properly and according to their circumstances without
bias.
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