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ABSTRACT 
 

Work-family balance is subjective feeling when someone feels the same degree of involvement 

and role satisfaction in work and family domain, with minimal conflict, because of self-ability to 

set priorities. Work-family balance will be beneficial for psychological well-being of working 

mothers, family, as well as organization. However, it is necessary to figure out what factors that 

influence work-family balance of working mothers. 

This study aims to test psychosocial factors influencing work-family balance empirically, covering 

work autonomy, husband support, gender role orientation, and role commitment. These four 

variables are positioned as independent variables while work-family balance is positioned as 

dependent variable. 

Subjects of this study are 312 working mothers in Semarang, the Capital city of Central Java. 

Sample was collected using multistage cluster random sampling. Data analysis was conducted 

using structural equation modeling that was applied to test the influence of independent variables 

towards dependent variable. The result of this study shows that 1). Work autonomy does not 

influence work-family balance (p=0.072; CR=1.798); 2). Husband support significantly influences 

work-family balance (p=0.021; CR=2.308) with estimated value of 0.209; 3). Gender role 

orientation does not influence work-family balance. (p=0.676; CR=0.418); 4). Role commitment 

significantly influences work-family balance (p=0.000; CR=3.474) with estimated value of 0.348. 

 

Keywords: work-family balance, gender role orientation, work autonomy, husband support, role 

commitment. 
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INTRODUCTION: 

Nowadays, working mothers has become common phenomenon especially here in Indonesia. In Indonesia, 

there has been a growing number of working mothers over the years. In 2010, the number of working woman 

was as many as 51.760.000 or 38.19% of Indonesian population. In 2011, the number of working woman was as 

many as 52.440.000 (38.35%), in 2012 the number was 51.390.000 (37.83%), in 2013 the number was 

50.280.000 (37.80%), and in 2014 there were 83.760.000 (61.80%) working women in Indonesia (BKKBN, 

2014). 

Meanwhile, the number of working men in 2010 was as may as 83.760.000 or  61,80% of overall Indonesian 

population.  In 2011, it was as may as 84.300.000 (61.64%), in 2012 the number was growing slightly to 

84.420.000 (62.16%), in 2013 reaching 83.380.000 (62.53%), and in 2014 there were about 83.050.000 

(62.37%) (BKKBN, 2014). These data show that the number of working woman is stable in around 37% of the 

whole population in Indonesia. This percentage indicates that working women have become a common 

phenomenon. 

Mothers’ involvement in working field can bring either positive or negative outcome. From positive side, 

women can gain skill, positive emotion, self respect and life satisfaction (Ruderman, Ohlott, Panser & King 

2002). On the other side, it can also bring about negative outcome such as conflict between work and family 

role (Handayani, 2008, 2012), less time for family, even in some cases, women sacrifice their own life or time.  

Regarding those positive and negative outcome, it can be understood that most working mothers find difficulty 

in achieving work-family balance because when they are either in work or family domain, there will be only 

one side that is benefited while the other side must be sacrificed. The result of Keene & Quadagno’s research 

(2004) supports this circumstance. This research stated that 60% of adults who work show difficulty in 

achieving balance, particularly spouses who both work with children under 18 years old. 

Work-family balance will be beneficial for psychological well-being of working mothers, family, as well as 

organization Result of Handayani & Munawar research (2014) shows that when mothers can balance between 

work and family and have the sense of satisfaction for husband help in parenting, the children development will 

be optimum.  

Regarding with the definition of work-family balance, researchers have different concepts among each other. 

According to Frone (2003), mostly it is difficult for them to define work-family balance. Meanwhile, 

Handayani, Afiatin, Adiyanti, (2015) defined work-family balance as subjective feeling when someone feels the 

same degree of involvement and role satisfaction both in work and family domain, with minimal conflict, 

because of the ability to set priorities. 

Meanwhile, the success or failure of a working mother in achieving work-family balance is influenced by 

psychosocial factors, which are psychological factors coming from oneself or social factors coming from 

outside the individual. Regarding this, this research will determine what factors can influence work-family 

balance of working mothers in Indonesia, especially in Semarang. 

On the other side, this research covers new subject which is analyzing work-family balance from the family 

side. According to Saltztein & Saltztein’s research (201l), role balance is mostly associated with antecedent in 

the form of satisfaction towards intervention programs provided by organization. Muchinky (2003) said that for 

the last two decades, organizational studies has been focused more on the issue around job and organization so 

that it tends to ignore things related with variables coming from family domain. This is a challenge to develop 

more widely the concept of work-family balance research from the side of developmental psychology. 

This circumstance is also supported by experts’ opinion (Slan-Jerusalem & Chen, 2009; Wood & Eagly, 2010; 

Rothbart, 2001), those experts stated that basically, women are expected to be in domestic sector. Furthermore, 

in eastern culture, working is seen as a way to support family life (Hassan, Dollard, & Winefield, 2010). 

Based on those statements and research results, it can be concluded that a mother is expected to be in domestic 

sector, however there have not been many work-family balance researches talking about working mothers’ role 

from the family side. Referring to that fact, therefore, this research will discuss about work-family balance from 

family side, particularly on working mothers who have children aged up to 6 years old. The selection of that age 

group is meant to consider that when children at preschool age or younger, mothers need more time to interact 

with them, thus it will be difficult for those mothers to achieve work-family balance. Therefore, this research 

particularly will focus on testing whether work autonomy, husband support, gender role orientation, and role 

commitment influence work-family balance. 
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THEORETICAL RATIONAL AND HYPOTHESES DEVELOPMENT: 

WORK-FAMILY BALANCE: 

Researchers have different concept among each other regarding with work-family balance definition. Each of 

them has their own view. According to Frone (2003), it is even difficult to define work-family balance. At first, 

work-family balance only referred to no work-family conflict concept (Clark, 2000; Grzywacz & Carlson, 

2007; Saltzstein & Saltztein, 2001). Based on Grzywacz & Carlson (2007), this concept is the first and the most 

used in discussing work-family balance. 

As the concept about work-family balance has progressed, saying that there is no coflict within the family does 

not mean that there is work-family balance. (Grzywacz & Carlson, 2007; Valcour, 2007). Because basically all 

people have conflict, thus, other concept besides the concept of the absence of role conflict is needed here. 

Acccording to Frone, 2003; Grzywacz & Marks, 2000; Voydanoff, 2004, Work family facilitation concept 

becomes the second component that needs to be considered in identifying work-family balance (Frone, 2003; 

Grzywacz & Marks, 2000; Voydanoff, 2004). Work family facilitation shows to what extent involvement in 

work (or home) becomes easier based on experience, skill and opportunity gained or developed at home or in 

office (Frone, 2003).  

Carlson, Kacmar, Wayne, & Grzywacz (2006) ; Greenhaus & Powell (2006) also stated the same concept that 

work-family balance is the absence of conflict or disturbance and the presence of enrichment as well as 

integration between work and family role. Moreover, it is said that work-family balance will be achieved when 

work family conflict experienced by the individual is categorized low and work family enrichment experienced 

by the individual is categorized high. Grzywacz & Carlson (2007) argued that work-family balance comes from 

positive and negative aspects of work-family interface. Negative aspects always use conflict concept while 

positive aspects mostly use some terms such as  work family enrichment, work family interface, work family 

facilitation, positive family spillover (Washington, 2006). 

According to Marks & MacDermind (1996) and Greenhaus, Collins, & Shaw (2003), work-family balance is a 

circumstance where an individual has the same degree of involvement and satisfaction in work and family role 

with minimal conflict (Clark, 2000). In addition, Marks & MacDermind (1996) stated that the concept of role 

balance offers an alternative that an individual prioritizes roles hierarchically in order to organize and arrange 

various responsibilities. 

According to Grzywacz & Carlson (2007), work-family balance is role accomplishment that an individual 

performs regarding with the expectation that there will be negotiation and various roles in work-family domain. 

Handayani et al research (2015), which is along the line with the previous statement, has proven that work-

family balance is subjective feeling when an individual feels the same degree of involvement and role 

satisfaction in work and family domain, with less conflict, because of one’s ability to set priorities. This work-

family balance covers three components that are satisfaction balance, interest balance and attention balance. 

In conclusion, work family balance is not only proportional role sharing, but it is also the feeling related to 

involvement in work and family role experienced by an individual  that finally leads to satisfaction.  

 

WORK AUTONOMY AND WORK-FAMILY BALANCE: 

Work autonomy allows workers to have freedom and flexibility in organizing work load in such a way so that 

they can minimize pressure, fatigue and conflict (Ahuja, Chudoba, Kacmar, McKnight, & George, 2007). 

Regarding with work flexibility, research results of Hill, Hawkins, Ferris, & Weitzman (2001) and Mc Namara, 

Pitt-Catsouphes, Matz-Costa,  Brown, & Valcour (2012) show that work flexibility is strongly and positively 

related with work-family balance. 

According to Craig & Sawrikar (2008) flexibility in initiating and ending work time will improve satisfaction in 

work-family balance of working women with teenager children. In addition, Azim, Ahmad, Omar, & Silong 

(2012) said that work autonomy tends to build more workers’ trust that organization will fulfill its responsibility 

in helping integrate work and family demand. When someone has work autonomy, this person will be easier in 

achieving work-family balance in his/her personal life (Keene & Quadagno, 2004). Therefore, it can be said that 

there is direct influence between work autonomy and work-family balance. 

Hypothesis 1: There is influence of work autonomy towards work-family balance 

 

HUSBAND SUPPORT AND WORK-FAMILY BALANCE: 

Husband support is one of resources that come from family for working mothers. According to Clark (2000), 

the presence of support plays an important role in achieving work-family balance. Along the line with Clark’s 
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opinion, Baran (2012), Lee, Zvonkovic, & Crawford, (2013) stated that for working women, high personal 

support, especially from husband and family members, will matter more than support from work place. Spouse 

is the most important part because husband and wife interact each other about experiences of various roles in 

life (Fischlmayr & Kollinger, 2010; Jianwei & Yuxin, 2011). 

According to Greenhaus, Ziegert, & Allen (2011), a husband can give emotional support to his wife and shows 

respect dealing with the challenge of bringing together work and family responsibilities. A husband can also 

offer help in the form of suggestion in order to bring together work and family responsibilities. Regarding to 

this, research result of Lee, Zvonkovic, & Crawford (2013) has revealed that there is correlation between 

husband support and balance role on full time working women. 

Study by Jacobs & Gerson (2010) also shows that spouse contributes in balancing between parenting and career 

roles. This kind of help matters a lot, especially regarding with responsibility conflict between work and family 

(Erdwins, Buffardi, Casper, & O'Brien, 2001). Based on the previous statements, it can be concluded that 

husband support influences work-family balance. 

Hypothesis 2: There is influence of husband support on work-family balance 

 

GENDER ROLE ORIENTATION AND WORK-FAMILY BALANCE: 

According to Grzywacs & Carlson (2007) work-family balance can be achieved through negotiation and role 

sharing in work-family domain. Gender role orientation is one type of negotiation and role sharing in work-

family domain. Gender role orientation is a person’s view or judgment of woman and man participation in 

family and society based on different gender. 

Schieman & Glavin (2008) stated that gender role ideology is a continuum concept from traditional (family 

responsibility especially on women) to egalitarian (trust of having role equality between man and woman). 

Gender equality will make it easier to achieve work-family balance (Lyness & Kropf, 2005).  As Kim & Ling 

(2001) stated that egalitarian gender role orientation helps woman entrepreneurs in Singapore to decrease 

family demand. This can happen because by having equal responsibility between man and woman, family 

demand on women related with domestic domain does not completely become woman responsibility. Therefore, 

man and woman will bear the same burden dealing with domestic tasks, and so this will make woman achieve 

work-family balance easily. On the other hand, when a mother holds traditional gender orientation view, saying 

that woman is fully responsible for domestic tasks, she will find it difficult to achieve work-family balance. In 

conclusion, it can be said that gender role orientation influences work-family balance. 

Hypothesis 3: There is influence of gender role orientation on work-family balance 

 

ROLE COMMITMENT AND WORK-FAMILY BALANCE: 

Researches about work and family role commitment is often begun with premises saying that an individual can 

build strong commitment to work identity by letting go of his/her commitment to the family, and in reverse. 

However, referring to commitment view about “multiplicity”, an individual can use time and energy to involve 

in a behavior in which he/she is committed (Bielby & Bielby, 1989). This shows that someone can involve and 

commit in some role at a time. This applies especially for woman, because woman is demanded to a wife and a 

mother, it is expected that working women can be balanced in the identity of two roles, between work  

As stated in Puspitawati & Sari’s (2008) research result, in eastern culture, although women work outside home, 

she should not neglect her obligation as a mother. Therefore, a working mother, besides demanded to be 

committed to his work, must still commit to her family, both to domestic tasks and parenting task.  Handayani 

& Munawar’s research result (2014) shows that children of working mothers who is not balanced in work and 

family domain, either for mothers who prioritize work more or for mothers who do not mainly prioritize their 

children development, do not have optimum development. 

In accordance to the previous research, Ruderman, Ohlott, Panser & King’s  research (2002) shows that women 

who commit to various roles will be more effective in their personal and managerial tasks because various roles 

give women chances to succeed and feel “successful” about herself. Meanwhile, Handayani, Afiatin, Adiyanti, 

Himam research (2015) shows that one of factors that influence work-family balance is role commitment. 

According to Saginak & Saginak (2005), commitment to work and family role results in high success of 

balancing work-family role. Finally, it can be concluded that role commitment directly influences work-family 

balance. 

Hypothesis 4: There is influence of role commitment on work-family balance. 
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METHODOLOGY: 

This study was conducted through survey method involving five research variables, which are work-family 

balance, gender role orientation, work autonomy, husband support, and role commitment. Data collection used 

scale. Work-family balance scale according to Marks & MacDermind (1996) consists of three components 

namely satisfaction balance, interest balance and attention balance. Role commitment scale according to 

Mowday concept (in Kuruuzum, Cetin, & Irmak, 2009) consists of three aspects which are strong belief in the 

goal of role commitment, willingness to give the best effort in sake of role commitment and strong desire to 

maintain role commitment.  

Husband support scale based on King, Mattimore, King & Adams  (1995) concept consists of two components 

namely emotional support and instrumental support. Work autonomy scale based on WeBreaugh concept (cited 

by Pearson, Pearson, & Griffin, 2009) consists of two components which are freedom in work schedule and 

work method. Gender role orientation scale based on Ahmad (1999) consists of three components which are 

attitude towards the job, work sharing and power structure underlying role equality between men and women. 

Research subject is 312 working mothers in Semarang, the Capital city of Central Java using multistage cluster 

random sampling as sampling method. Data analysis was conducted using structural equation modeling (SEM). 

 

FINDINGS AND DISCUSSION: 

Parameter quality is proven using reliability, in which work-family balance scale is 0.854; husband support 

scale is 0.906; role commitment scale is 0.858; work autonomy scale is 0.837 and gender role orientation role is 

0.819. 

 

SUBJECT DESCRIPTION: 

Subject description consists of 312 working mothers who have first child not more than six years old. Based on 

the result of data analysis, it can be concluded that 47.8% mothers work as private company employee, and as 

much as 52.9% among the subject does not take office work home. Regarding children, as much as 58% 

mothers has a child in the family, 38.8% of subject works together with husband and asks family help in 

parenting, meanwhile for domestic tasks, most subject (52.6%) relies on husband involvement with the help of 

domestic servant. 

 

RESULT OF CAUSALITY TEST AMONG VARIABLES: 

Research finding shows that the result of causality test between independent variables which are husband 

support, gender role orientation, work autonomy and role commitment and dependent variables which is work-

family balance as listed in table 1 below. 

.     

Table 1: Result of causality test of structural equation between variable paths 

Minor 

Hypotheses 
Path p 

Cut off 

value 
CR 

Cut off 

value 
Conclusion 

1 OK – KKK 0,072 < 0,05 1.798 >1,96 refuted 

2 DS – KKK 0,021 < 0,05 2.308 >1,96 accepted 

3 OPG – KKK 0,676 < 0,05 0,418 >1,96 refuted 

4 KP – KKK 0,000 < 0,05 3.474 >1,96 accepted 

Based on the result of causality test of structural equation between variable paths in table 1, hypothesis 

assumptions of research model are as follow: 

1. Minor hypothesis 1 is refuted, with p 0.072 (>0.05); CR 1.789 (<1.96), this shows that work autonomy does 

not influence work-family balance.  

2. Minor hypothesis 2 is accepted, with p 0.021 (< 0.05); CR 2.308 (>1.96), it means that husband support 

significantly influences work-family balance. 

3. Minor hypothesis 3 is refuted, with p 0.676 (> 0.05); CR 0.418 (<1.96), indicating that gender role 

orientation does not influence work-family balance. 

4. Minor hypothesis 4 is accepted, with p 0.000 (< 0.05); CR 3.474 (>1.96), indicating that role commitment 

significantly influences work-family balance. 

Based on the overall minor hypotheses in this study, it is found out that not all paths show significant 
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correlation. 

DISCUSSION: 

The success of a working mother in achieving work-family balance depends upon factors influencing it. In this 

study, it is found out that only husband support and role commitment that influence work-family balance while 

gender role orientation and work autonomy  do not influence work-family balance. 

 

WORK AUTONOMY AND WORK-FAMILY BALANCE: 

This study has found new proof that work autonomy does not influence work-family balance, meaning that 

work-family balance achieved is not influenced by work autonomy. Work autonomy in this study is shown by 

the condition felt by working mothers related with the presence of freedom and flexibility in organizing work 

load especially related with work schedule and work method or procedure in order to minimize pressure, 

fatigue, and conflict. 

However, because correspondents in this study are full time working mothers, regarding with work autonomy, 

mothers do not completely free in organizing their office work. It happens the same with mothers who have 

their own business. In this case, mothers is only allowed to arrange work schedule and work method in order to 

minimize pressure, fatigue and conflict, yet the number of working hours is still based on the existing rule. 

This condition can also be identified from the completion of office work at home. 52.9% of subject does not 

take the work home. This means that all office work is done in office, in accordance with working hour 

arranged by the organization. Based on work autonomy aspects, it is found out that work method aspect shows 

high category (71.83%) while work schedule aspect is almost at balance between high category (58.33%) and 

moderate category (41.66%) based on that description, it can be concluded that almost all subjects tend to 

perceive high work autonomy (98.08%), although most subjects are more flexible in organizing their work 

method rather than in organizing their work schedule. 

High work autonomy does not influence work-family balance. This is possible since apart from the reason that 

the subject is only able to be flexible in organizing work method but not in organizing work schedule, it is also 

because there are others variables supporting influence between work autonomy and work-family balance. 

Research result of Handayani,  Maulia, Dian, Murniati (2014) show that role commitment mediates influence 

between work autonomy and work-family balance. Although someone perceives high work autonomy, but he 

does not commit to his role, work-family balance will not be achieved. 

Such these conditions indicate that work autonomy does not influence work-family balance. Based on that 

comprehension and description, it can be concluded that work autonomy does not significantly influence work-

family balance. 

 

 HUSBAND SUPPORT AND WORK-FAMILY BALANCE: 

Husband support significantly influences work-family balance. It means that husband support gives real 

contribution to work-family balance, with estimated value of 0.209. Husband support is one of resources 

coming from family that play an important part in helping working mothers achieve work-family balance. 

From findings in this study, it is found that the support is not merely instrumental support, in the form of real 

help to overcome a problem, but it is also emotional support, in the form of the presence of husband empathy 

towards wife. This empathy has been able to relieve wife burden. This condition is in accordance with 

Greenhaus, et al (2011) statement stating that husbands can give emotional support for their wife and show 

respect about the challenge in bringing together both work and family responsibility. Husbands can also offer 

suggestion in order to help bring together work and family responsibility. Essentially, the result of this study is 

in accordance with the result of previous researches stating that husband support plays a part in achieving work-

family balance (Lee et al, 2013; Handayani, et al 2014; Jacobs & Gerson, 2010) 

The presence of husband support in helping working mothers achieve work-family balance is also relevant with 

family system theory. The theory that is developed from system theory states that individual attitude and 

behavior are influenced significantly by attitude and behavior or other family members (Hayden et al, 1998, 

cited from Hammer et al, 2005). In this case, the presence of husband support will influence wife in achieving 

work-family balance. When a wife feels supported, she will be able to perform her responsibility outside and 

inside home effectively so that work-family balance will be achieved. Based on the previous views, it can be 

concluded that husband support influences work-family balance. 
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GENDER ROLE ORIENTATION AND WORK-FAMILY BALANCE: 

The finding of this research also shows that gender role orientation does not influence work-family balance, 

which means that work-family balance achieved is not influenced by gender role orientation. As a matter of 

fact, the result of this research shows that the respondents of gender role orientation are categorized high, 

meaning that the respondents have egalitarian gender role. Meanwhile, having the fact that there is egalitarian 

gender role will make it easier for women to work outside home because it also means that there is equal view 

and responsibility between husband and wife. Therefore, family demand towards women especially related with 

domestic roles does not entirely become women responsibility; instead it is mutual responsibility between wife 

and husband. Research result of Namayandeh, Juhari, & Yaacob  (2010) also shows that if family members 

adopt egalitarian role gender and share responsibility, working women who work effectively will be able to 

balance their role in work and home domain. 

Regarding the previous elaboration, one question arises. Why is it with egalitarian gender role? In fact, in this 

research, egalitarian gender role is not proven influencing work-family balance. This can be related with culture 

factor. Here in Indonesia, people generally hold patrilineal culture (Fattore, Scotto & Sitasari, 2010; Rinaldo, 

2008), that is a culture with familial system that gives priority mostly on descendant of father’s lineage. In 

social system, patrilineal appears as the form of belief or ideology that man has higher position than woman, 

even said that woman must be under the power of man and is considered as man possession. (Retnowulandari, 

2010). This condition causes woman to be viewed as second-class citizen (Budiati, 2010). 

In addition, Indonesia as an eastern country holds collectivistic culture which prioritizes more on family 

wellbeing rather than self wellbeing. In accordance with that, research result of Puspitawati & Sari (2008) 

shows that in eastern culture, although women work outside home, she must not neglect her obligation as a 

mother. Therefore, women basically are demanded to be responsible for domestic sector. Research result of 

Handayani (2008) also shows that although supported by their husband, there is some point where women have 

to deal with conflict regarding with their multiple roles. 

Research result of White (1999) stated that work-family balance is still related with the stages of family 

working career leading more to traditional gender role orientation. Although working mothers are able to 

perform many tasks, however, the biggest satisfaction in work-family balance appears when mothers reduce 

work time and commitment when they are at home with their children. 

This condition is similar to the finding in this research. According to finding of this research, referring to gender 

role orientation aspect, attitude towards work aspect (62.16%) and power structure (70.83%) are categorized 

high while work sharing aspect (60.26%) is categorized moderate. Based on that description, the conclusion is 

that in general, most subjects tend to have moderate gender role orientation. However, if seen on the aspects in 

more detail, it indicates that if seen from attitude (attitude towards work and power structure), it is likely that 

there is high gender role orientation, but work sharing aspect tends to be moderate. Thus, in subject individual, 

there is still conflict regarding her multiple roles. 

This finding also supports well identity theory that underlies on the role involvement, particularly on how an 

individual creates and maintain various roles that he/she takes (Carter, 2014). This means that a working mother 

is still demanded to commit to her multiple roles. Therefore, working mothers is still expected to take role in 

domestic domain (Rothbart, 2001; Slan-Jerusalem & Chen, 2009; Wood & Eagly, 2010) because identity of a 

woman is a mother and taking role in family domain. 

Theory of identity also explains how behavior based on gender and stereotype is learned in a family. Identity 

based on gender will influence an individual’s role in interacting. In this case, all types of identity (personal, 

role and group) involve gender and vary in expectation levels, just as man and woman are supposed to behave 

ideally based on traditional gender role (Carter, 2014). It can be said that although an individual with egalitarian 

gender role orientation, this does not influence work-family balance, regarding with culture factor. 

 

ROLE COMMITMENT AND WORK-FAMILY BALANCE: 

Role commitment significantly influences work-family balance, meaning that role commitment gives strong 

contribution towards work-family balance, with estimated value 0.348. Commitment shows responsibility so 

that by having commitment, an individual life can be benefited from this. Because no matter how big is a task, 

if it has become a commitment or responsibility, it will be an obligation to be done. Therefore, when working 

mothers commit to their multiple roles, they will try best to complete office and home tasks well. 

Ruderman, et al, (2002) stated that role commitment will bring positive impact. Variation in personal and work 
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role gives many opportunities to gain satisfaction and happiness, and thus it will improve function 

psychologically (Ruderman, Ohlott, Panser, & King, 2002), widen positive chances (Marks & MacDermid, 

1996), and enable good physical and health condition (Evandrou, Glaser, & Henz,  2002). 

Women who commit to various roles will be more effective in their personal and managerial tasks because 

having various roles gives women opportunity to succeed and feel “successful” about themselves (Ruderman et 

al., 2002). Research result of Saginak & Saginak (2005) also shows that commitment to work and family role 

results in big success in balancing work and family roles. 

The result finding of this study well supports theory of role balance that offers an alternative view that an 

individual will prioritize roles hierarchically to organize and arrange various responsibility. Research of 

Grzywacz & Carlson (2007) that tried to develop the concept of work-family balance based on the theory of 

role balance concludes that work-family balance is an individual’s role accomplishment related with negotiation 

and sharing between the individual and his/her spouse when taking part in work and family domain. 

In accordance with role balance theory, a working mother is still demanded to be committed in various roles 

through negotiation and sharing with spouse in overcoming work and family issue. This research has proven 

that role commitment gives big contribution in achieving work-family balance. Therefore, it can be concluded 

that role commitment significantly influences work-family balance. 

 

CONCLUSION: 

According to the result of this research, it can be concluded that not all paths show significant correlation. This 

means that not all variables in this study significantly influence work-family balance on working mothers. Some 

findings obtained based on regression analysis has proven following hypotheses:   

1. Work autonomy does not influence work-family balance. 

2. Husband support significantly influences work-family balance. 

3. Gender role orientation does not influence work-family balance. 

4. Role commitment significantly influences work-family balance. 

Based on all findings in this study, factors that influence work-family balance of working mothers are husband 

support and role commitment. This becomes the foundation to give recommendation for working mothers, 

organization, family and future researches. 

For working mothers, in order to be able to perform roles in public sector and domestic sector conveniently and 

with satisfaction, role commitment is necessary. By having role commitment showing responsibility at public 

sector and domestic sector, mothers can achieve work-family balance. 

For family, they have important role in achieving work-family balance so that husband support will make 

mothers easier to achieve work-family balance. This is because by having husband support, mothers can share 

their roles regarding with household arrangement and parenting with husbands. For organization, because it is 

proven that work autonomy does not influence work-family balance, they must pay attention to other variables 

that enable to influence work-family balance, such as organization support. Therefore, for future researches, 

organization support variable can be included to form work-family balance model. 

 

ACKNOWLEDGEMENT:  

Thanks and appreciate were the highest for Prof. Dr. Tina Afiatin, M.Si., Dr. M.G Adiyanti, M.S., and Fathul 

Himam, M.Psi., MA., Ph.D  for their guidance in this study. Thanks also to the entire working mothers in 

Semarang, Indonesia who participated in this study. 

 

REFERENCES: 

[1] Ahmad, A. (1999). Gender Role Orientation of Husbands and Work-Family Conflict of Wives in Dual-

Earner Families. Pertanika J. Soc. Sci. & Hum. 7(1), I - 9 (1999) 

[2] Ahuja, M.K., Chudoba, K.M., Kacmar, C.J., McKnight, D.H., & George,J.F.(2007). IT Road Warriors: 

Balancing Work-Family Conflict, Job Autonomy, and Work Overload to Mitigate Turnover Intentions.  

MIS Quarterly, 31(1), 1-17. 

[3] Azim, A.A.M.,  Ahmad, A.,  Omar, Z., & Silong, A.D. (2012).  Work-Family Psychological Contract, Job 

Autonomy and Organizational Commitment. American Journal of Applied Sciences,  9 (5): 740-747. 

[4] BKKBN., 2014. Level of National Working Force Participation By Provinces and Sex. [Online]. 

Available:  



-Journal of Arts, Science & Commerce               ■ E-ISSN 2229-4686 ■ ISSN 2231-4172 

 

International Refereed Research Journal ■  www.researchersworld.com ■ Vol.– VII, Issue – 4(1), Oct. 2016 [41] 

http://www.bkkbn.go.id/kependudukan/Pages/DataSurvey/Sakernas/Ekonomi_dan_Ketenagakerjaan/TPA

K/Nasional.aspx. (October 13, 2016). (Translated from Indonesian language). 

[5] Baran, H., (2012). The role of ethnic culture in work family balance among Armenian women in 

leadership positions in higher education. (Dissertation is not published. University of Southern, 

California.    

[6] Bielby, W.T. & Bielby, D.D. (1989). Family Ties: Balancing Commitments to Work and Family in Dual 

Earner Households.  American Sociological Review,  54(5)  776-789. 

[7] Budiati, A.C. (2010). Women Self Actualisation in Javanese Cultural System (Women Perception on the 

values of Javanese culture in actualising themselves Pamator, 3, 51-59. (Translated from Indonesian 

language). 

[8] Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2006). Measuring the positive side of 

the work–family interface: Development and validation of a work–family enrichment scale. Journal of 

Vocational Behavior, 68, 131-164. 

[9] Carter, M.J. (2014). Gender Socialization and Identity Theory. Soc. Sci. Social Sciences 3, 242–263; 

DOI:10.3390/socsci3020242 

[10] Clark, S.C. (2000). Work/family border theory : A new theory of work/family balance. Human Relations, 

53 (6), 747-769. 

[11] Craig, L., & Sawrikar, P. (2008). Satisfaction with work family balance for parent  of early adolescents 

compared to parents of younger children. Journal of Family Study, 14, 91-106 

[12] Erdwins, C.J.,  Buffardi, L.C.,  Casper, W.J., & O'Brien, A.S. (2001).  The Relationship of Women's Role 

Strain to Social Support, Role Satisfaction, and Self-Efficacy. Family Relations, 50 (3),  230-238. 

[13] Evandrou, M., Glaser, K., & Henz, U. (2002).  Multiple role occupancy in midlife : Balancing work and 

family life in Britain. The Gerontologist,  42 (6), 781-789 

[14] Fattore, C., Scotto, T., & Sitasari, A. (2010). Support for Women Officeholders in a Non-Arab Islamic 

Democracy: The Case of Indonesia. Australian Journal of Political Science, 45(2), 261-275. 

[15] Fischlmayr, I.C., & Kollinger, I. (2010). Worl life balance – a neglected issue among Auatralian female 

expatriates. The International Jounal of Human Resources Management, 21(4), 455-487 

[16] Frone, M.R., (2003). Work family balance. In J.C.Quick, & L.E. Tetrick (Eds). Handbook of 

occupational health psychology (pp.143-162). Washington, DC : American Psychological Association. 

[17] Greenhaus, J. H., Collins, K. M., & Shaw, J. D. (2003). The relation between work family balance and 

quality of life. Journal of Vocational Behavior, 63, 510-531. 

[18] Greenhaus, J. H., & Powell, G. N. (2006). When work and family are allies: A theory of work–family 

enrichment. Academy of Management Review, 31, 72-92.  

[19] Greenhaus, J. H., Ziegert, J.C., & Allen, T.D. (2011). When family-supportive supervision matters :  

Relations between multiple sources of support and work family balance. Journal of Vocational Behavior. 

80, 266-275 

[20] Grzywacz, J. G., & Marks, N. F. (2000). Reconceptualizing the work–family interface: An ecological 

perspective on the correlates of positive and negative spillover between work and family. Journal of 

Occupational Health Psychology, 5, 111-126. 

[21] Grzywacz, J. G. & Carlson, D. S. (2007). Conceptualizing work-family balance: Implications for practice 

and research. Advances in Developing Human Resources, 9(4), 455-471. 

[22] Hammer, L.B., Neal, M.M., Newsom, J.T., Brockwood, K.J., & Coltom, C.L. (2005). The longitudinal 

effects of work-family dual earner couples utilization of family friendly workplace support on work and 

family outcome. Journal of Applied Psychology, 90 (4),799-810. 

[23] Handayani, A. (2008). The Influence of Husband Support on Double Roles Conflict of Femal Lecturers. 

Psiko Wacana. 7 (1), 1-9. (Translated from Indonesian language). 

[24] Handayani, A., Maulia, D., Yulianti, P.D. (2012). Lecturers Performance Based on Work-family Conflict 

and Motivation to Make An Achievement. In Suwarno Widodo, Nur Hidayat, Suyoto, Arisul U. (Eds.),  

Prosiding Seminar Hasil-hasil Penelitian (hal 111-116). Lembaga Penelitian dan Pengabdian Kepada 

Masyarakat. IKIP PGRI Semarang. (Translated from Indonesian language). 

[25] Handayani, A  & Munawar, M. (2014). Work family balance and quality of parenting in optimizing 

children development. IJECES Indonesian Journal of Early Childhood Education Studies 3 (2), 1-12.  

[26] Handayani, A.,  Maulia, D., Dian, M.A.P., Murniati, N.A.,  (2014). The Influence of Work Autonomy on 

Work-family Balance with Role Commitment as Intervening Variable. Research Report. Universitas PGRI 

Semarang. (Translated from Indonesian language). 

http://www.bkkbn.go.id/kependudukan/Pages/DataSurvey/Sakernas/Ekonomi_dan_Ketenagakerjaan/TPAK/Nasional.aspx
http://www.bkkbn.go.id/kependudukan/Pages/DataSurvey/Sakernas/Ekonomi_dan_Ketenagakerjaan/TPAK/Nasional.aspx


-Journal of Arts, Science & Commerce               ■ E-ISSN 2229-4686 ■ ISSN 2231-4172 

 

International Refereed Research Journal ■  www.researchersworld.com ■ Vol.– VII, Issue – 4(1), Oct. 2016 [42] 

[27] Handayani, A. Afiatin, T., Adiyanti, M.G. (2015). Exploration Study of The Meaning of Work-family 

Balance of Working Mothers. In Latipun, Diah karmiati, Rachmah Nur A (Eds.), Prosiding Seminar 

Nasional Psikologi dan Kemanusian, Perkembangan Manusia dan Kesejahteraan psikologis”. (hal 30-36). 

Malang : UMM Press. (Translated from Indonesian language) 

[28] Handayani, A.,  Afiatin, T., Adiyanti, M.G., & Himam, F. (2015).   Factors Impacting Work Family 

Balance of Working Mothers. Anima, Indonesian Psychological Journal, 30 (4), 178-190. 

[29] Hassan, Z., Dollard, M.F., & Winefield, A.H.(2010). Work-family conflict in East vs Western countries. 

Cross Cultural Management: An International Journal, 17 (1), 30-49. DOI10.1108/13527601011016899 

[30] Hill, E.J., Hawkins, A.J., Ferris, M., & Weitzman, M. (2001). Finding an extra day a week: The positive 

influence of perceived job flexibility on work family life balance. Family Relations; 50(1),  49-58. 

[31] Jacobs, J. A., & Gerson, K. (2010). Overworked individuals or overworked families?: Explaining trends 

in work, leisure, and family time. Work and Occupations, 28, 40–63. 

[32] Jianwei, Z., & Yuxin, L.(2011). Antecedent of work family conflict : Review and prospect. International 

Journal of Business management, 6(1), 89-101 

[33] Keene, J.R., & Quadagno, J. (2004). Predictors of perceived work-family balance : Gender difference or 

gender similarity. Sociological Perspectives, 47, 1-23 

[34] Kim, J. L. S., & Ling, C. S. (2001). Work-family conflict of women entrepreneurs in Singapore. Women 

in Management review, 16(5), 204-221. 

[35] King, L. A., Mattimore, L. K., King, D. W., & Adams, G. A. (1995). Family support inventory for 

workers: A new measure of perceived social support from family members. Journal of Organizational 

Behavior, 16, 235-258 

[36] Kuruuzum, A., Cetin, E. I., & Irmak, S. (2009). Path analysis of organizational commitment, job 

involvement and job satisfaction in the Turkish hospitality industry. Tourism Review, 64(1), 4-16.  

[37] Lee, N.Y.,  Zvonkovic, A.M.,  & Crawford, D.W. (2013). The Impact of Work–Family Conflict and 

Facilitation on Women’s Perceptions of Role Balance. Journal of Family Issues. 20(10), 1–23. 

[38] Lyness, K. S., &. Kropf, M.B., (2005). The relationships of national gender equality and organizational. 

Human Relations;  58, 1; 33-60 and psychological distress. Journal of Applied Psychology, 87(3),.427-

436 

[39] Marks, S.R., & MacDermid,S.M.(1996). Multiple roles and the self : A theory of role balance. Journal of 

Marriage & the family, 58, 417-432 

[40] McNamara, T.K., Pitt-Catsouphes, M., Matz-Costa,C.,  Brown, M., & Valcour, M., (2012).  Across the 

continuum of satisfaction with work–family balance: Work hours, flexibility-fit, and work–family culture. 

Social Science Research. 42,  283–298. 

[41] Muchinky, P.M. (2003). Psychology Applied to Work. Belmont : Thompson Learning. 

[42] Namayandeh, H., Yaacob, S.N., Juhari, R. (2010). The Effect of Gender Role Orientation on Work 

Interference with Family (WIF) and Family Interference with Work (FIW) among Married Female Nurses 

in Shiraz-Iran. Asian Culture and History, 2, 165-171. 

[43] Pearson, A., Pearson, J.M., Griffin, C., (2009). “Innovating with Technology: The Impact of 

Overload,Autonomy, and Work and Family Conflict,”. (2009). Journal of Information Technology Theory 

and Application (JITTA), 9:4, 41-65. 

[44] Puspitawati, H. & Sari, E.P.M. (2008). Balancing Strategy between Work Activities and Family on 

Working Mothers in Bogor. Media Gizi dan Keluarga 1(20), 1-10. Downloaded from 

http://jamu.journal.ipb.ac.id/index.php/index/search/authors/view?firstName=Herien&middleName=&las

tName=Puspitawati&affiliation=&country= on 11 May 2014. (Translated from Indonesian language). 

[45] Rothbart, N.P. (2001). Enriching or depleting? The dynamic of engagement in work family roles. 

Administrative Science Quarterly, 46 (4), 655-684. 

[46] Ruderman, M.N., Ohlott, J.P., Panser, K. & King, S.N. (2002). Benefits of Multuple Roles for managerial 

Women. The Academy of Management Journal.  45(2), 369-386 

[47] Retnowulandari, W. (2010). Patriarchy Legal Culture Versus Feminism : in Law Enforcement in The 

Trial of Violance to Woman Cases. Jurnal Hukum, 8(3), 16-57. (Translated from Indonesian language).  

[48] Rinaldo, R. (2008). Envisioning the Nation: Women Activists, Religion and the Public Sphere in 

Indonesia. Social Forces, 86 (4), 1781-1804. 

[49] Saginak & Saginak. (2005). Balancing Work and Family: Equity, Gender, and Marital Satisfaction. The 

Family Journal, 13,162-166. DOI: 10.1177/1066480704273230 

http://jamu.journal.ipb.ac.id/index.php/index/search/authors/view?firstName=Herien&middleName=&lastName=Puspitawati&affiliation=&country
http://jamu.journal.ipb.ac.id/index.php/index/search/authors/view?firstName=Herien&middleName=&lastName=Puspitawati&affiliation=&country


-Journal of Arts, Science & Commerce               ■ E-ISSN 2229-4686 ■ ISSN 2231-4172 

 

International Refereed Research Journal ■  www.researchersworld.com ■ Vol.– VII, Issue – 4(1), Oct. 2016 [43] 

[50] Saltztein, A.L.T., & Saltztein, W.H. (2001). Work family Balance and Job Satisfaction. Public 

Administration Review,  61,452-466 

[51] Schieman & Glavin (2008).  Trouble at the Border?: Gender, Flexibility at Work, and the Work-Home 

Interface.  Social Problems, 55, 4,  590-611 

[52] Slan-Jerusalem, R. & Chen, C.P. (2009). Work family conflict and career development theories : A search 

for helping strategies. Journal of Counseling and Development,  87(4), 492-499. 

[53] Valcour, M. (2007). Work-based resources as moderators of the relationship between hours and 

satisfaction with work-family balance. Journal of Applied Psychology, 6, 1512-1523. 

[54] Voydanoff, P (2004). The effects of work demands and resources on work to family conflict and 

facilitation. Journal of Marriage and the Family,  66, 398-412 

[55] Wood, W. & Eagly, A.H. (2010). Gender. In S.T. Fiske, D.T. Gilbert, & G. Lindzey (Eds.), Handbook of 

social psychology (5th ed., Vol. 1, pp. 629–667). New York: Oxford University Press. 

[56] Washington, F.D., (2006). The Relationship between Optimistm and Work Family Enrichment and Their 

Influence on Psychological Well Being. Thesis tidak dipublikasikan.  Drexel University. 

[57] White, J. M. (1999). Work-family stage and satisfaction with work-family balance. Journal of 

Comparative Family Studies,  30 (2), 163-175. 

 

---- 


