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Abstract 
 

Companies in Indonesia are facing more challenging business and the high intensity of 

competition between the players.To cope with the competition, company need to prepare their re-
sources well. The high demand and fierce competition in all industry make the company difficult to 
find a good people. The scarcity of human resources required the company to maintain the people 

who already work for them.Employers want their employees to have a strong commitment towards 
the job and organization. This research will identify the job satisfaction and the work-family con-

flict experienced by the employees and analyze whether they have an effect towards the organiza-
tion commitment. We distribute the questionnaire in an online method for two weeks and we have 
79 respondents from several industries. The descriptive analysis and multiple regressions con-

ducted to analyze the findings. The research showed the level of work-family conflict experience by 
employeesare average, the job satisfaction level is quite high, and the organization commitment is 

at low level. We also found that the relation between work-family conflict and job satisfaction with 
employee commitment is relatively weak (R = 0,412). Also the contribution from both independent 
variables is only 0,169 (16,9%). Simultaneously, the organization commitment affected by the 

work- family conflict and job satisfaction. Partially, only job satisfaction which significantly affect 
the organization commitment. 

 

Keywords: work-family conflict, job satisfaction, employee commitment, multiple regressions 
 

Abstrak 
 

Perusahaan-perusahaan di Indonesia sedang menghadapi tantangan bisnis yang lebih dan 
tingginya intensitas kompetitif di antara pelaku bisnis. Untuk mengatasi kompetisi tersebut, 
perusahaan dipandang perlu untuk menyiapkan sumberdaya yang dimiliki dengan baik. Tingginya 
permintaan dan sengitnya kompetisi di seluruh industri telah membuat perusahaan kesulitan untuk 
menemukan kandidat karyawan yang tepat/baik. Kelangkaan sumberdaya ini mengharuskan 
perusahaan untuk menjaga dan memelihara karyawan yang ada dan telah berkontribusi untuk 
perusahaan. Di sisi lain, perusahaan menginginkan karyawan mereka berkomitmen kuat terhadap 
pekerjaan dan organisasi/perusahaan. Penelitian ini mengidentifikasi kepuasan kerja dan konflik 
kerja-keluarga yang dialami karyawan dan menganalisa apakah kedua variabel tersebut 
berpengaruh pada komitmen organisasi. Kami mendistribusikan kuesioner dengan metode daring 
selama dua minggu dan memperoleh 79 responden dari beberapa industri. Analisis deskriptif dan 
regresi berganda digunakan untuk menganalisa temuan. Hasil menunjukkan bahwa level konflik 
kerja-keluarga yang dialami karyawan adalah rata-rata, level kepuasan kerjanya tinggi, dan 
komitmen organisasi pada level rendah. Kami juga menemukan hubungan antara konflik kerja-
keluarga dan kepuasan kerja dengan komitmen karyawan relatif lemah (R = 0,412). Demikian pula, 
kontribusi kedua variabel independen hanya sebesar 0,169 (16,9%). Secara simultan, komitmen 
organisasi dipengaruhi oleh konflik kerja-keluarga dan kepuasan kerja. Namun, secara parsial, 
hanya kepuasan kerja yang berpengaruh secara signifikan pada komitmen organisasi. 

 

Kata kunci: konflik kerja-keluarga, kepuasan kerja, komitmen karyawan, regresi berganda 
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INTRODUCTION 

Companies faced significant threat regarding 
their sustainability. This is because of the in-
creasing competition and the scarcity of the 
vital resources. No wonder that this condition 
cause them to push their employees to give 
their best. In fact the organization commitment 
can lead to the achievement of organization’s 
goals (Fu &Deshpande, 2013). On the other 
hand, employee willing to shares their part of 
the bargain and nothing more. This can clearly 
understand because employees are also human 
being who usually other needs, their individual 
and family need(Boyar et al, 2008:216; Bruck 
et al, 2002). Their reasons to work are both to 
fulfill their life and live their life. They need to 
achieve both in a balance way. Employee will 
perceive the balance when their needs are met. 
So, if the company wants to develop their 
commitment they should take care of them 
first. When employee perceives the organiza-
tion takes care of them, they often reply with 
the high commitment. Creating job satisfaction 
and providing the policy that can reduce poten-
tial work-family conflict can be chosen as the 
tools to make them think that the organization 
considered them as an important asset (Akin-
tayo, 2010; Bruck et al, 2002). The goal of this 
research is to find whether the work-family 
conflict and job satisfaction affect the em-
ployee’s level of organization commitment. 

 
LITERATURE REVIEW 

In order to explain those connections, we pro-
vide the literature background for all of the va-
riables.A numerous literature has been written 
to analyze the work–familyconflict and their 
consequences (Greenhaus&Beutell, 1985; 
Wharton dan Blair-Loy, 2006, Rantanen et al, 
2011; Boyar et al, 2008; Grant-Vallone& Do-
naldson, 2001; Karatepe&Baddar, 2006). 
Work-family conflict defined as the demands 
of the work interfere with fulfilling family re-
sponsibilities (Wharton & Blair-Roy, 2006) and 
the well-known definition of WFC and used 
widely is from Greenhaus&Beutell, “a form of 
inter-role conflict in which the role pressures 
from the work and family domains are mutually 
incompatible in some respect. That is, partici-
pation in the work (family) role is made more 
difficult by virtue of participation in the family 
(work) role”. When discussing the WFC we 

should also include the analysis of the spillover 
theory (Hill, Ferris, & Martinson, 2003), role 
theory (Rantanen, 2011), and role conflict 
theory (Fredriksen-Goldsen&Scharlach, 2001). 
This is because the WFC composed of those 
ingredients. Role in the family and role at work 
are spillover in each other which inevitably 
cause the conflict to occur. To provide the 
analysis of the work-family conflict (WFC) we 
use the article from Greenhause&Beutell 
(1985) which divide the WFC into two domain, 
work interfere family and family interfere 
work. Inside these two domains, Green-
haus&Beutell(1985, 77-82) also use and ex-
plain three dimensions time-based, strain-
based, and the behavior-based conflict. As for 
the WFC measurement, we use the question-
naire from Greenhaus&Beutell to accommo-
date the language barrier for the respondents. 
Of course several adjustments had been made 
to adjust to the Indonesia condition. 

Robbins & Judge (2013) define the job 
satisfaction defined as a positive feeling about a 
job resulting from an evaluation of its characte-
ristics. While Gibson et al (2012) view the sa-
tisfaction as an individual’s expression of per-
sonal well-being associated with doing the job 
assigned. Both definitions explain that job sa-
tisfaction is a feeling from the employees to-
wards their current work/job. It has been long 
known that a satisfied employee was a high-
performing employee. Happy workers are more 
likely to be productive workers. Satisfied em-
ployees would seem more likely to talk posi-
tively about the organization, help others, go 
beyond the normal expectations in their job, 
reciprocates their positive experiences (Rob-
bins & Judge, 2013). Wagner & Hollenbeck 
(2009) argue that the satisfaction & perfor-
mance link is especially strong in the service 
industry where employees have direct, face-to-
face contact with customers. And while satis-
faction can affect the performance, the dissatis-
faction can contributes to declining organiza-
tional commitment. To measure the level of job 
satisfaction, this research use the method which 
sum up the five facets of job, such as; the na-
ture of the work, supervision, present pay, 
promotion opportunities, and the relationships 
with co-workers. We develop the 20 items 
questionnaire based on the previous Job De-
scriptive Index questionnaire. 
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Analyzing the organization commit-
ment cannot be separated from the work of 
Meyer & Allen (1990, 1991, & 1996). The or-
ganization commitment define as the loyalty of 
an individual to the organization (Schermer-
horn et al, 2012), or a sense of identification, 
loyalty, and involvement expressed by an em-
ployee toward the organization or unit of the 
organization (Gibson et al, 2012). It means the 
commitment is a feeling of loyalty from the 
employee towards their organization. Employee 
with very high organizational commitment will 
have strong identification toward their organi-
zation and take pride as the members. Research 
indicates that the absence of commitment can 
reduce organizational effectiveness. This 
showed the importance of having highly com-
mitted employees. Meyer&Allen (1991) argued 
that the concept of the commitment has multi-
dimensional construct, in which consist of three 
components; affective, continuant, and norma-
tive. The first component related with the em-
ployee’s tendency to remain involved in a se-
ries of activity. Affectivecommitment also re-
lated with the emotional tied of individual with 
the company. The second component, conti-
nuant commitment, related with the calculation 
about the loss and gain which will employee 
experienced when they leaves theorganization. 
When they felt that the loss is greater than the 
benefit they will choose to stay. The last com-
ponent, normative commitmentrelated with the 
sense of obligation of employeesto continuous-
ly work for the organization. We adapted the 24 
items from the original Meyer & Allen ques-
tionnaire (1990) to measure the organization 
commitment. 

We construct the research model as in 
Figure 1.  To support the model, we review sev-
eral journals. Wang et al (2010), Buonocore& 
Russo (2012), and Ergeneli et al (2010) discuss 
the relation between WFC and job satisfaction. 
They found that WFC has negative relation with 
job satisfaction level. Furthermore, Azeem 
(2010), Irshad & Naz (2011), Gunlu et al (2010), 
Sejjaaka & Kaawaase (2014) found the positive 
relation with the organization commitment. 
Meanwhile, regarding the WFC and organiza-
tion commitment, Rehman & Waheed (2012), 
Zulfiqar et al (2014), and Mihelič & Tekavčič 
(2014) found that WFC will affect the individual 
commitment towards the organization. The next 
discussion on previous research directed on the 
overall relation between WFC, job satisfaction 
and organization commitment. The works of 
Haar (2008), Sethi (2012), Azeem (2010), and 
Gunlu et al (2010) show the diversity of each 
result. From this point of view, we hope this re-
search can contribute for the further study of 
WFC, job satisfaction, and organization com-
mitment from the various industries and the 
measurement tools. 

The hypotheses for the study are: 
1. H0a: there is no significance relationship 

between work-family conflict and organiza-
tion com mitment. 

2. H1a: there is significance relationship be-
tween work-family conflict and organization 
commitment. 

3. H0b: there is no significance relationship 
between job satisfaction and organization 
commitment. 

4. H1b: there is significance relationship be-
tween job satisfaction and organization 
commitment. 

 

 
Figure I. Research Model 
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5. H0c: there is no significance relationship 
between work-family conflict and job satis-
faction on organization commitment. 

6. H1c: there is significance relationship be-
tween work-family conflict and job satisfac-
tion on organization commitment. 

 
Methodology 

This research used causal method to explain the 
phenomenon and using multiple regressions to 
analyze the relation between variables. There 
are two independent variables and one depen-
dent variable in the study which are work-
family conflict, job satisfaction, and organiza-
tional commitment. Using 79 samples as res-
pondents, the data were collected using online 
questionnaire and consist of employees from 
several industries. Further, convenient sam-
pling method was used consideringthe availa-
bility and the willingness to participate of the 
respondent. We used five point scale (Likert) 
where (5) means strongly agree and (1) means 
strongly disagree for all items in the instru-
ment. We apply the 18 statements derived from 
Greenhaus&Beutell (1985) to measure the de-
gree of work-family conflict (item one deleted 
because it is not valid). The second variable, 
Job Satisfactionis measured using the self-
administered questionnaire created based on the 
Job Descriptive Index (Robbins & Judge, 
2013). The questionnaire consists of 20 items 
with 5-point Likert scale and all met the validi-
ty criteria. The commitment variable measu-
redby the Meyer & Allen questionnaire (1991) 

consist of 24 items.Which it turn out only 18 of 
them valid. 
 

Result and Discussion 

Table 1 showed that the work-family conflict 
faced by the employee can be categorized as 
high. This means that the employee has prob-
lems managing their work and family life. 
From the numbers and percentage below, it 
turns out that the family interfere work has 
higher percentage. We assume the employee 
face more pressure from their family life and it 
may affect their work performance. To over-
come the condition, company can provide sup-
port for their employee if they need help man-
aging their family matters.  

We are now looking at Figure 1. It 
showed how close the work-family conflict 
level score with the average level. We suggest 
that both company and the employees willing 
to try to identify what is the most probable 
cause for this situation. This finding can also be 
viewed that the employee still consider family 
matters important so they will prioritize the 
family need, even if they have to set aside their 
work. Is this the ideal condition? The question 
should answer with many considerations. 

Regarding the job satisfaction level, 
Table 2 indicates that employee’s level on sa-
tisfaction is high on three of five indicators. 
Employees perceived high job satisfaction with 
the opportunity for the promotion, the work 
they do, and their co-worker. 

 
Table 1: Work-Family Conflict Level 

 VL L AV H VH   

 1 2 3 4 5 79 395 
WIF 2,625 18,5 10,875 41 6 266,25 67,45% 
FIW 0,77778 13,8889 14,6667 40,8889 8,77778 280 70,9% 
      273,125 69,1% 

VL= Very Low; L= Low; AV= Average; H= High; VH= Very High 
 

79 142      205      269      332      395      

20% 36% 52% 68% 84% 100%

LowVery Low Average High Very High  

Figure 1:  Continuum Line for Work-Family Conflict 
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Table 2: Employee’s Satisfaction Level 

VNS NS AV S VS

1 2 3 4 5 79 395

3,25 23,5 17,75 31,25 3,25 244,75 62,0%

1 5 12,25 47,5 13,25 304 77,0%

0,25 6 12,25 51 9,5 300,5 76,1%

0,75 15,5 26,5 30 6,25 262,5 66,5%

1,25 5 17,75 49,75 5,25 289,75 73,4%

280,3 71,0%

VNS= Not Very Satsfied; NS=Not Satisfied; AV=Average; S=Satisfied; VS=Very Satisfied

Promotion

Work itself

Supervisor

Co Worker

Income

 
 

Meanwhile their satisfaction is average 
on the other two factors, income and the super-
visor. The company needs to pay attention 
about these indicators. Nevertheless, money is 
still considered the most important thing for 
workers. The satisfaction towards the supervi-
sor is somewhat unique. Is it the fault of the 
supervisor when employee felt not satisfied? Of 
course is not that simple. Supervisor’s job is 
not to make the subordinate happy. They have 
to pursue the company goals with the help of 
the employees. In doing so, sometime supervi-
sor put some pressure which can cause dissatis-
faction. The key in this matter is the timing of 
the supervisor to identify when they should let 
the employee do as they want as long as the 
goals achieved and when they should manage 
with containment. The Figure 2 showed the 
exact position of the satisfaction and in fact it is 
not high enough. The closeness with the aver-

age level indicates that the employee satisfac-
tion is fragile. The movement towards the aver-
age level can happen if the company fails to 
produce the desired condition.  

The last variable, organization com-
mitment has the lowest rating compare with 
two previous variables. As we can see on Table 
3 the commitment level is only average. This is 
not too good for the company. The company 
should be careful when managing their em-
ployees. From the result below it showed that 
the lowest portion is resulting from the conti-
nuance commitment.  

Company need to create valuable offer 
so that the employee felt that if they move to 
other company, they will not get better deals. 
Or at least they will have to think several times 
before decide to move out. In this way the em-
ployee will feel safe and willing to stay longer 
in the organization. 

79 142,2 205,4 268,6 331,8 395

20% 36% 52% 68% 84% 100%

Very Low Low Average High Very High  
Figure 2:  Continuum Live for Job Satisfaction 

 
Table 3: Organization Commitment Level 

VW W AV S VS

1 2 3 4 5 79 395

Affective Commitment 0,5 7,833333 26 39,66667 5 277,8333 70,3%

Continuance Commitment 4,5 24,125 27,75 20,5 2,125 228,625 57,9%

Normative Commitment 1 10 19,5 40,25 8,25 281,75 71,3%

262,7361 66,5%

VW=Very Weak; W=Weak; AV=Average; S=Strong, VS=Very Strong  

79 142,2 205,4 268,6 331,8 395

20% 36% 52% 68% 84% 100%

Very Weak Weak Average Strong Very Strong  
Figure 3:  Continuum Line for Organization Commitment 
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We have our descriptive analysis re-
garding the level of work-family conflict, job 
satisfaction, and the organization commitment. 
We now will look at the relation of those va-
riables. The version 22 of SPSS used to get the 
result. We presented the result starting from the 
classical assumption test. The data met the 
normality test because the Asymp. Sig. (2-
tailed) show the figure of 0,200 which more 
than 0,05. 

The significance for the heteroscedasti-
cityboth are more than 0,05 (0,937 for the 
work-family conflict and 0,193 for the job sa-
tisfaction. The multi collinearitytest also indi-
cates the work-family conflict (WFC) and job 
satisfaction are passed. The figure for WFC is 
0,996 and 1,004. Meanwhile for the satisfaction 

are the same. This mean the model can be pro-
ceed to multiple regressions. 

This study found that Sig. (2-tailed) of 
the WFC on commitment is 0,129 which is 
bigger than 0,05. It means the hypothesis H0a 
is accepted, that is to say there is no signific-
ance relationship between work-family conflict 
and organization commitment. Meanwhile, the 
Sig. (2-tailed) of the job satisfaction on com-
mitment is 0,001 which is smaller than 0,05. It 
can be said that H0b rejected and the H1b ac-
cepted. There is significance relationship be-
tween job satisfaction and organization com-
mitment. The result mean that partially, only 
job satisfaction affecting organization com-
mitment. We can look at the Sig. level which is 
0,001 for job satisfaction and 0,064 for work-
family conflict. 

 
Table 4: Coefficients 

Standardiz

ed 

Coefficient

s

B Std. Error Beta Tolerance VIF

(Constant) 50,098 6,205 8,074 ,000

WFC -,139 ,074 -,197 -1,877 ,064 ,996 1,004

SATISFACTIO

N
,234 ,066 ,375 3,576 ,001 ,996 1,004

1

a. Dependent Variable: COMMITMENT

Coefficientsa

Model

Unstandardized 

Coefficients

t Sig.

Collinearity Statistics

 
 

Table 5: Pearson Correlation 

WFC SATISFACTION COMMITMENT

Pearson Correlation 1 ,065 -,172

Sig. (2-tailed) ,567 ,129

N 79 79 79

Pearson Correlation ,065 1 ,362**

Sig. (2-tailed) ,567 ,001

N 79 79 79

Pearson Correlation -,172 ,362** 1

Sig. (2-tailed) ,129 ,001

N 79 79 79

**. Correlation is significant at the 0.01 level (2-tailed).

WFC

SATISFACTION

COMMITMENT
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Table 6: Annova 
Sum of 

Squares df

Mean 

Square F Sig.

Regression 483,410 2 241,705 7,750 0,001

Residual 2370,311 76 31,188

Total 2853,722 78

1

a. Dependent Variable: COMMITMENT

b. Predictors: (Constant), SATISFACTION, WFC

Model

 
 

Table 7: Model Summary 

R R Square

Adjusted 

R Square

Std. Error 

of the 

Estimate

1 ,412a ,169 ,148 5,58465

Model

a. Predictors: (Constant), SATISFACTION, WFC

b. Dependent Variable: COMMITMENT  
 
When conducted simultaneous analysis 

on WFC and job satisfaction we found that they 
produce sig. 0,001 which can be seen at Table 
6. This number is below the significance level 
of 0,05. That means this regression model can 
be used to predict the organization commit-
ment. This finding answered the question about 
the relation of WFC and job satisfaction on or-
ganization commitment. The sig. Level at 0,001 
(below 0,005) and the F-calculate (7,750) is 
bigger than F-table (3,12) so we can say the 
H0c is rejected and H1c accepted. Simulta-
neously, there is significance relationship be-
tween work-family conflict and job satisfaction 
on organization commitment. 

We arrive at the last part of the discus-
sion. The next analysis will be based on the 
Table 7 of model summary. If we look at the 
result on Table 6, we can identify that the value 
of R is 0,412. R value below 0,5mean the cor-
relation between variables are weak (in scale of 
0 to 1). WFC and job satisfaction have weak 
correlation with organization commitment.  

The R square value show a low level of 
percentage, 0,169 (16,9%). This mean the con-
tribution of WFC and job satisfaction towards 
commitment is only 16,9%. Or only 16,9% of 
the commitment can be explained by the WFC 
and job satisfaction. The other 83,1% explained 
by other factors which are not discussed in the 
model. As for the respective variables, we re-
ferred to the Table 4 which shows that the 
work-family conflict has beta coefficient -
0,197, while job satisfaction has 0,375. Work-
family conflict usually has negative relation, it 
means that if the conflict rise then the organiza-

tion commitment will reduce or become lower. 
In this case, the work-family conflict has no 
relation on the commitment. Meanwhile, the 
job satisfaction has effect on the commitment. 
It is widely known that if someone happy and 
satisfies he/she will felt more attached or com-
mit. So we support the general view that satis-
faction leads to the high commitment. 

 
CONCLUSION 

We finally come to the conclusion of this re-
search. Differ from other scientific paper, this 
research find a weak relation between WFC 
and job satisfaction on organization commit-
ment. When analyzed these variables separate-
ly, the WFC does not have significance relation 
on commitment. Our opinion about this matter 
is that employees realize they have to make 
sacrifice when they decide to work. So, they 
usually prepare for the situation which led to 
the conflicting situation between job and family 
matters. Regarding the job satisfaction which 
found has effect on commitment, the company 
need to find ways to enhance the satisfaction. 
They can start with the better career opportuni-
ty and more challenging work. In this way, em-
ployee felt rewarded for their effort. They want 
to move higher in the career ladder. Inform 
them while there are vacancies and also explain 
how to achieve them. Provide the clear career 
path and fair system for employee to have the 
chance. Meanwhile, there are other factors 
which also affecting the commitment. If the 
company wants to increase the employee’s 
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commitment, they have to look for other factors 
which have stronger impact. 

It should be noted that the research is 
only used 79 respondents, which still relatively 
small. In the future we will use more respon-
dent whose represent employees from various 
industries. We also stated that there are other 
factors which affect the organization commit-
ment. We propose that the role of the leader, 
the company image, the challenging work, and 
the opportunity to grow are several factors 
which can be consider. Company should also 
conduct the routine discussion to gather the 
information from employee about what they 
expect from the job and organization. 
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