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Abstract

The Work-Family Conflict (WFC) is an established phenomenon of modern
economies and has become more intense for the female labor force which has to
perform multiple roles in society. This study has been conducted to answer research
questions regarding the impact of WFC on job satisfaction and its effect on life
satisfaction of female executive students who are working as well as studying. The
study s purpose is to identify areas of conflict for female students to enhance their
qualification as future labor force and examine the association between WFC, job
satisfaction, and life satisfaction. The study worked on three hypotheses along with
data collected from a sample of 200 female Executive MBA students from four
business universities in Karachi. The survey also included demographic questions
information regarding age and marital status. The survey results report a negative
correlation between WFC, job satisfaction, and life satisfaction.

Keywords: female executive MBA students, job satisfaction, life satisfaction,
work-family conflict

Introduction

The buzzword of contemporary business economies is ‘Work-Family
Conflict” which occurs when there are conflicting demands in the roles of family
and work, and fulfilling the two roles becomes difficult for an individual. WFC has
emerged as an important issue today (Burke & El-Kot, 2010) and of special interest
for national and international scholars regarding the attitudes of employees towards
work and the workplace (Gutek et al., 1991; Higgins & Duxbury, 1992). WFC
negatively affects behavior, emotions, and health and its impact tend to be greatly
underestimated. As time and resources are limited, fulfilling diverse roles for the
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individual causes tiredness, greater stress, performance loss, lowering of work
satisfaction, and organizational commitment (Magnus & Viswesvaran, 2004). Due
to the difficulties in fulfilling multiple responsibilities, balancing work and family
has become the biggest challenge in an adult’s life (Byron, 2005). In this regard,
several studies have been done in the individualistic societies of the developed
world, but little work has been done in the collectivist societies in the developing
world (Baral &Bhargava 2010).

In modern economies of the developing world, the demographic changes
have resulted in a shift in the traditional single-earner families to dual-earner families
(Premeaux et al., 2007; Shockley et al., 2017). Working women consistently feel
under pressure while integrating work roles and responsibilities at home (Grady
& McCarthy, 2008; Shockley et al., 2017). In Pakistan, WFC has emerged as an
established issue, representing a collectivist culture. The family responsibilities of
women at home go beyond the nuclear family (spouse and children) to include
ensuring the wellbeing of elders (parents and in-laws) as well. As such, the impact
of this conflict is overwhelming for the female workforce in Pakistan.

Research Questions
1. Does WFC have any impact on job satisfaction?
2. Is there any influence of WFC on life satisfaction?

3. Is there any impact of job satisfaction on life satisfaction?

Literature Review

The theoretical paradigm of WFC and the work/life balance can be
understood in light of Role Conflict Theory (Greenhaus & Beutell, 1985) which
argues that conflict is perceived to exist when the role of an individual in one domain
(work) is incompatible and restricts the performance of the other role (family)
(Burke & El-Kot, 2010). WFC is experienced when the demands of work — long
working hours, inflexible work schedule, and unsupportive workplace culture —
interferes with family obligations. In a similar vein, persistent conflict occurs when
the demands of housecare, child and elderly care along with lack of social support
interfere with the demands at work.
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According to Greenhaus and Beutell (1985), the theory identifies three
dimensions of the conflict. The first one is the time-based conflict when one role
demands more time and less time is left for participation in the other role. The time
required for work can be working hours on the job, commuting time, overtime, and
shift time whereas the time required for the family is the time needed for performing
tasks at home which is influenced by marital status, size of the family, children and
dependent parents, and lack of social support. Second, strain-based conflict occurs
when stress, fatigue caused in doing the role of one domain affects the work of the
other role. Lastly, the behavior-based conflict occurs when performance in the two
domains are not compatible, e.g. expressiveness, being emotional, and sensitivity is
mannerisms for family and is considered dysfunctional for the workplace (Carlson
et al., 2000; Parasuraman & Greenhaus, 1992).

Various scholars have defined job satisfaction as an emotional response to
the actual outcome versus the desired outcome from work (Cranny et al 1992).
Locke (1969) explains job satisfaction as an emotional state based on evaluating
the job. Kim and Ling (2001) elucidate it as an emotional response whereas Brief
(1998) defines job satisfaction as an attitude towards one’s job. These definitions
cover the emotional state of the individual, which not only affects one’s responses
to work but also formulates his/her perception of the work (Alonso, 2006).

The study of past researches sees these two definitions of feeling and attitude
as synonymous and not inconsistent (Locke, 1976; Smith, 1969). The result of the
conflict can cause burn-out and related issues i.e., lack of personal accomplishment,
lower level of psychological wellbeing and emotional exhaustion (Smith et al.,
2018), loss of meaningfulness (Chalofsky, 2003), as well as negatively affect work
performance, and reduced job satisfaction (Mackey et al., 2002). Another study
(Greenhaus et al., 2006) identifies Work-Family conflict with diminished value
attainment, which in turn relates to low levels of job satisfaction. Huang (2004)
noted that the conflict not only lowers one’s level of satisfaction from work, but
also causes absenteeism, tiredness at work, and generates a desire to change jobs. If
family responsibilities restrict time and energy for the accomplishment of a given
task on the job, there arises a conflict that lowers job satisfaction (Frone, 2003;
Greenhaus et al., 2006). Boles (2001) found similar outcomes where work and
family conflict negatively impacts job satisfaction, though a wide range of studies
also relates work and family conflict to a low level of job satisfaction. Nevertheless,
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Namasivayam (2004) argued that family interference with work can be both positive
and negative. Therefore, the impact of WFC on job satisfaction can vary according
to different cultural backgrounds also.

Life satisfaction refers to an individual’s cognitive assessment of
circumstances of his life with researchers making the case that circumstances in
the two domains of job and family form an impact on life satisfaction (Erdogan et
al., 2012). Since life satisfaction covers a wide range of activities of daily routine,
conflict in work and non-work domains disrupt emotions (Kim & Ling 2001). Arora
(1990) reported that WFC and life satisfaction are negatively related, whereas
Cooke and Rousseau (1984) found that stress between the two domains of family
and work not only lowers job satisfaction but also creates life dissatisfaction.

This is reported especially for ‘dual-career couples’ where both husband
and wife are working (Greenhaus, 1983; Holahan & Gilbert, 1979; Pleck, 1980)
and have lower levels of satisfaction with their lives. Studies done of organizational
variables (Schaufeli & Enzmann, 1998; Smith et al., 2018) confirm that work
overload, meeting deadlines, and role conflict at work, rather than interaction with
clients, causes emotional exhaustion and lowers life satisfaction. Sirgy and Lee
(2018) argued that role conflict in performing the responsibilities at work and in the
family contributes to lowering both job and life satisfaction.

There are competing theories for understanding the relationship between job
satisfaction and life satisfaction, based upon the two concepts of segmentation and
spillover. The segmentation concept argument is that an individual, unintentional
or intentional tends to make an active adjustment to separate work and non-work
domains of life (Dubin, 1956, 1973; Seeman, 1967; Wilensky, 1960). This is done
to manage stress in such a way that pressure in one area does not affect the other
domain. The spillover concept is based on the theory that suggests a consistent
positive relationship between job satisfaction and life satisfaction (Lane & Steiner,
1991).

Hypotheses

Based upon our literature review, the following hypotheses were developed:

HI. There is a definite impact of WFC on job satisfaction.
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H2. WFC affects life satisfaction.
H3. Job satisfaction affects life satisfaction.

Methodology
Research Design

The study follows the quantitative research design and was conducted
using an 18 item questionnaire developed by Carlson et al. (2000) with permission
taken from the authors. Questions were asked on three dimensions identified by the
role conflict theory: time-based conflict, strain-based conflict, and behavior-based
conflict.

Participants

Participants in the proposed study included a random sample of 200 female
Executive MBA students from four universities. Demographics of the survey show
91.2% of respondents were 25-35 years of age, 6% were of 36-45 years and 2.8%
were above 45 years. Regarding marital status, 75% were married and 21.8% were
unmarried, while 2.8% were single, divorced, or separated. In family size, 86% had
no children, while the rest had one or more children. Of the participants with family,
6.5% had one offspring while 2.8% had three. Around 43% of the respondents lived
in joint families, while 56.9% lived in nucleus families. Since the present study is
interested in examining graduate students who experience work-family conflict, the
base level education is a Bachelors Degree.

Instrument

The 18 item questionnaire developed by Carlson et al., (2000) has been
used for measuring multidimensional WFC (time-based, strain-based, and behavior-
based). A sample of the type of questions asked included ‘my work keeps me from
my family activities more than I would like and so forth. The responses range from
1) strongly disagree, 2) slightly disagree, 3) impartial, 4) slightly agree, and 5)
strongly agree. The Cronbach alpha of the WFC scale was .85.

Data Analysis

To measure life satisfaction, the scale prepared 5 items which were
constructed by Diener et al., (1985) and used in the survey. A 7-point Likert scale
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was used to measure responses, while the Cronbach alpha of the SWL scale was
.87.

To measure job satisfaction 6 items were selected from the 18-item index
developed by Brayfield and Rothe (1951) was taken, the validity and reliability of
which has been established through its usage in time. A 5- point scale was used to
measure the responses, while the Cronbach alpha of the JSI scale was .95. The data
collected were analyzed using the Statistical Package for Social Sciences (SPSS)
version 24.

Findings

The results for question 1, ‘Does WFC have any impact on job satisfaction
and of hypothesis one i.e. WFC will impact job satisfaction is shown in Table 1 that
the regression model predicts job satisfaction as insignificant, P > 0.0005 which
is more than 0.05 and indicates that, overall, the model applied is insignificant in
predicting the outcome variable. Table 3 provides the R and R? values. The R-value
is .011, which represents no correlation. The R? value indicates how much of the
dependent variable, job satisfaction, can be explained by the independent variable,
WEC.

The results for question 2, ‘Is there any influence of WFC on life
satisfaction?’ and hypothesis two 1i.e. life satisfaction is influenced by WFC are
shown in Table 4. It shows that the regression model predicts the dependent variable
as life satisfaction which is insignificant, P > 0.0005 which is more than 0.05, and
indicates that, overall, the model applied is insignificant in predicting the outcome
variable. Table 6 provides the R and R? values. The R-value is .10, which represents
a weak correlation. The R? value indicates how much of the dependent variable,
WEFC, can be explained by the independent variable (life satisfaction).

The results of question 3, ‘Is there an impact of job satisfaction on life
satisfaction?” and of hypothesis three i.e. life satisfaction is influenced by job
satisfaction is shown in Table 7 which shows that the regression model predicts the
dependent variable insignificantly, P> 0.0005 which is more than 0.05 and indicates
that, overall, the model applied is insignificant in predicting the dependent variable.
Table 9 provides the R and R? values, whereas the R-value is .106, which represents
no correlation. The R? value indicates how much of the dependent variable (job
satisfaction) can be explained by the independent variable (life satisfaction).
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Table 1
Analysis of Variance for Linear Regression with Work-FamilyConflict as a predictor
of Job Satisfaction

Model SS Df MS F Sig
1 Regression 460 1 460 .024 .876a
Residual 3744.160 198 18.910
Total 3744.620 199

a. Predictors: (Constant), Work-FamilyConflict
b. Dependent Variable: Job Satisfaction

Table 2
Coefficients for Linear Regression with Work-FamilyConflict as a predictor of Job
Satisfaction

Unstandardized Standardized

Model Coefficients Coefficients t Sig.
B Std. Error Beta

1. (Constant) 19.847 1.423 13.951 .000

Work-Family Conflict  -.004 0.27 -0.11 -.156 .876

a. Dependent Variable: Job Satisfaction

Table 3
Summary of Linear Regression with Work-FamilyConflict as a predictor of Job
Satisfaction
Model R R? Adjusted R?
1 0112 .000 -.005
Table 4

Analysis of Variance for Linear Regression with Life Satisfaction as a predictor of
Work-Family Conflict

Model SS Df MS F Sig
1 Regression 254.655 1 254.655 1.987 .160a
Residual 25379.425 198 128.179
Total 25634.080 199

a. Predictors: (Constant), Life Satisfaction
b. Dependent Variable: Work-Family Conflict
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Table 5
Coefficients for Linear Regression with Life Satisfaction as a predictor of Work-
Family Conflict

Unstandardized Standardized

Model Coefficients Coefficients t Sig.
B Std. Error Beta

1. (Constant) 47.564 2.660 17.880 .000

Life Satisfaction 207 147 .100 1.410 .160

a. Dependent Variable: Work-Family Conflict

Table 6
Summary of Linear Regression with Life Satisfaction as a predictor of Work-Family
Conflict
Model R R? Adjusted R?
1 .100% 010 .005
Table 7

Analysis of Variance for Linear Regression with Life Satisfaction as a Predictor of
Job Satisfaction

Model SS Df MS F Sig
1 Regression 42.001 1 42.001 2.246 .136a
Residual 3702.619 198 18.700
Total 3744.620 199

a. Predictors: (Constant), Life Satisfaction
b. Dependent Variable: Job Satisfaction

Table 8
Coefficients for Linear Regression with Life Satisfaction as a Predictor of Job
Satisfaction

Unstandardized Standardized

Model Coefficients Coefficients t Sig.
B Std. Error Beta

1. (Constant) 21.082 1.016 20.749 .000

Life Satisfaction -.084 .056 -1.06 -1.499 136

a. Dependent Variable: Job Satisfaction
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Table 9

Summary of Linear Regression with Life Satisfaction as a Predictor of Job
Satisfaction

Model R R? Adjusted R?

1 1062 011 .006

Discussion

The findings for Question 1 and Hypothesis 1 that examines the impact of
WEFC on job satisfaction, the results were supported by the previous study conducted
in public sector universities of Pakistan, which stated a negative and insignificant
relation between WFC and job satisfaction (Waheed, 2014). Similarly, the studies
by (Boles, 2001; French et al., 2018; Kossek & Ozeki, 1998) indicate insignificant
relation between WFC and job satisfaction. In contrast, mixed results are shown by
some other studies (Bedeian, 1988; Carlson & Kacmar, 2000, Netemeyer, 2004),
no significant impact by O’Driscoll (1992), and low significant relationship by
Noor (2004). The study on social workers (Parveen & Thomas, 2015) showed that
the time and strain conflict from work to family reduces job satisfaction, whereas
behavior as a variable can create conflict from family to work and can be a predictor
of reduced job satisfaction. This issue shows a wide range of WFC impacts has on
job satisfaction due to the varied contexts and demographics.

For question 2 and Hypothesis 2, which sought to understand the effect
of WFC on life satisfaction, the results showed an insignificant in predicting the
outcome variable. Continuing with the phenomenon, the study done in the Pakistani
banking sector indicates that the pay scale is a strong indicator in job satisfaction
than WFC (Magsood et al., 2014). In large cities like Karachi, where issues such as
unemployment, inflation, and uncertain conditions exist, having a regular job leads
to satisfaction in life. On the other hand, the inter- role stress and strain in domains
of family and work leading to lower job satisfaction (hypothesis 1) and also life
satisfaction (hypothesis 2), especially in dual-career families are manifested for
both males and females (Holahan & Gilbert, 1979; Pleck, 1980; Greenhaus, 1983)
as mentioned in the literature review. In studies conducted by Lu et al., (2005,
2008) it was established that WFC does not reflect in lack of job satisfaction and
overall happiness.
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The results of a study by Zhao et al., (2009) in the hotel business explained
that Human Resource policies adopted to reduce the stress caused by WFC, result
in causing an insignificant impact. The study was done by Treistman (2004) on
WEFC and life satisfaction in female graduate students documented the very little
impact of WFC on life satisfaction. This study supports question 2 and hypothesis
2 and perceives that social support is a positive predictor of global life satisfaction
in furtherance of question 3 and hypothesis 3 which focuses upon the effects of job
satisfaction on life satisfaction.

A possible explanation of the findings is that demographic structure can be
playing a strong role because the present study covered 91% of the sample between
the age of 25-35years. These women were largely young and educated, 75% of
whom were unmarried and 43% of whom lived in joint families. The data was
collected in private sector universities and therefore depicting that they belonged
to the upper-middle and the elite segment of the society. These women are largely
living with their parents and as such being daughters from upper-middle and elite
eastern culture households are often pampered. There are no demands for household
chores since household help is in abundance and therefore there is no inter-role
stress on the sampled women. The younger age sample means younger parents,
because of early marriages in Pakistan, and can also provide adequate support
for their children. Similar to Treistman (2004) suggestions that because of social
support, WFC does not impact adversely on job and life satisfaction. The different
results can also be attributed to the fact that the data is collected from individuals,
whereas WFC is a dynamic process evolving in nuclear families as the interaction
between two people, therefore different results may come from the study of couples
as a unit (Hammer et al., 1997).

Since stress is cumulative from many sources, the source of stress may
be an individual’s interpretation and not real according to attribution theory. The
relationship between job satisfaction and WFC also depends on the motivational
structure of an individual as his or her priorities are either on their career or family
(Smith et al., 2018). Lobell (1992) felt that if values at home and workplace
are similar, the stress is less, whereas Karasaek and Theorell, (1990) take into
consideration that the taking up of a career maybe by choice which eventually
reduces stress. Stress level varies if the individual is forced into doing the work,
putting in extra hours based on financial needs, or doing it because he or she enjoys
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doing it (Smith et al., 2018). Pakistan is a traditional society where there is a strong
perception that the male is the ‘breadwinner’. This perceived notion of ‘man being
the provider’ means that a male is there to offer support to a female worker in
an office setting, with the result that his value structure downplays female stress
(Shockley et al., 2017).

Although a large body of research exists on WFC experienced by people
working in the paid labor force while simultaneously doing full-time family roles
as homemakers; however, there is a lack of research that examines the unique
population of female executive graduate students and their WFC experiences
which this research tried to fill. Research in the future can be enlarged to include
the relationship between WFC and self-efficacy. The results can then be used to
understand the relationship between WFC and work satisfaction and form a guide
for employer’s policies. Future research should continue to examine additional
variables, as well as larger samples of racial and ethnic minority groups of female
graduate students.

Conclusions and Recommendations

There was seen to be no impact of WFC on job satisfaction and life
satisfaction and job satisfaction does not affect life satisfaction concerning female
MBA Executive students studying at the Private business schools of Pakistan. The
discussion of the results shows that social support is a variable that is different in
various cultures. In traditional societies like Pakistan, we can consider grandparents,
relatives, neighbors, nannies, and other household staff who can perform a major
part of the domestic tasks and therefore reduce WFC. It can be thus implied that
one’s economic standing and social support play a great role in work-family conflict.
Nevertheless, more research needs to be conducted with a larger sample size and
more closed sample characteristics to come to any definite conclusion.
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