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ABSTRACT 
 
This paper is mainly about the work-family conflict women face in this society. This paper shows the relation-
ship between work-family conflict and various factors such as social support, turnover intention, and low job 
engagement. To find the effects of work-family conflict on working women, the survey was sent out to the 
people who currently have a workplace. The majority of the participants were women, as the research’s main 
focus was on working women. The results proved the positive correlation between work-family conflict and 
turnover intention. In addition, surprisingly, the survey showed that the control variables such as age, tenure, 
gender, and the number of children had insignificant impacts on the work-family conflict. 
 

Introduction 
 
As time passes, women have emerged in society and taken on more active roles in businesses rather than family 
roles at home. However, societal change is slow, and the fight for change has been difficult. Since traditional 
gender norms and societal expectations stay the same in people's minds but how women act changes, work-
family conflicts increase - as men continue to expect women to work and raise the family (Duxbury & Higgins, 
1991). The disconnect between the massive shift in women’s roles and traditional gender norms has yet to 
balance.  
          Some scholars have studied the values women and men hold but found opposing results that women 
consider external motivators, such as payment and working conditions, more important than internal motivators. 
In contrast, men consider the opportunity and job satisfaction more crucial (Rowe & Snizek, 1995). However, 
a recent study demonstrated that both men and women thought job income, accomplishment, and opportunity 
were more important than job security or working hours (Rowe & Snizek, 1995). This suggests that as time has 
passed, women’s work values have become more similar to men's. 
          There are some existing theories about how gender categories shape people’s perceptions. Gender 
Schema theory, first introduced in 1981, is the theory about how people’s mental structures receive information 
by gender categories which causes them to see the world in terms of gender (Zosuls & Ruble, 2008). Gender 
Schema theory affects not only people’s procession of information but also their attitudes. According to this 
theory, once children identify as a girl or a boy, they tend to remember their gender-related information, behave, 
and make judgments. (Zosuls & Ruble, 2008). For example, if a child is grown up in a traditional culture, he/she 
might believe that women’s role in society is inside the house and men’s role is outside (Cherry, 2020).  

In addition, another study found that people’s attitudes towards women are positively correlated to 
their critical thinking skills. The more they had critical thinking skills, the more flexible their attitudes towards 
women’s societal roles, as they tended not to accept any stereotypical information from traditional mindsets 
(Loo & Thorpe, 2005). 
          Existing research showed the perceptions of gender roles of general people with traditional mindsets 
and the values men and women pursue when they work. This research paper focuses on why the perceptions of 
women do not appear to change as much as the roles themselves and what difficulties they would face due to 
double expectations.  
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Traditional perceptions are one of the main factors that make people expect women to take responsi-
bility for family and chores at home and men to get out and work. Since ancient times, women staying at home 
was conventional, which caused many people to believe that women’s responsibilities were to do housework 
and raise children. Even though the time era has changed as people's lifestyles have changed, many people 
cannot eliminate this old perception. In addition, the traditional mindsets pass on to the next generation due to 
many factors, including gender schema theory. As mentioned above, children form mental structures by getting 
information by gender categories, which are highly influenced by the background they have grown up in. There-
fore, traditional mindsets are rigid to eliminate and cause stereotypes in people’s minds.  
          Women have similar attitudes as men in businesses, but there is a gap in progress due to a lack of 
opportunities for women (Hood & Koberg, 1994). Historically, only a few women started their businesses or 
even participated in the public world. However, there has been a massive change in recent decades in women’s 
participation in businesses globally(Avolio & Laura, 2017). According to The International Labour Organiza-
tion, the estimated female labour force is 1.3 billion, about 40% of the total labour force of 3.3 billion (ILO, 
2012). After two years, in 2014, the female participation rate was 50% (ILO, 2014). These statistical values 
indicate the narrower gap between men and women in workplaces. 
          Double Bind theory is a dilemma that comes from a conflict between two or more messages. No matter 
what decision the person makes, it might be wrong, leading them to suffer from mental disorders (Bateson, 
2018). Many working women suffer due to this phenomenon. They must choose between work and family, and 
often neither decision is correct. Especially many Asian women suffer more due to implicit gender stereotypes. 
 
Relationship Between Work-Family Conflict and Turnover Intentions 
 
A study researched the relationship between work-family conflict and turnover intention in primary and sec-
ondary school teachers. This study showed a positive relationship between turnover intention and work-family 
conflict. Since teachers have to play various roles between work and family, the incongruity between them 
negatively impacts their behaviours, leading to work-family conflict. (Obrenovic et al., 2020). The conservation 
of resource theory is a stress theory about the motivations that cause humans to maintain their current resources 
and pursue new resources. It provides people with how to understand responses to stress and suggests that stress 
may be caused by situations where they may be threatened or lose valuable resources. Also, it causes people to 
try to defend valued resources which causes humans to face stress. ( Holmgreen & Tirone & Gerhart & Hobfoll, 
2017) These studies show that work-family conflict causes stress, making people want to turnover. 
 
Relationship Between Low Job Engagement and Work-Family Conflict 
 
A study confirmed the relationship between work-family conflict and work engagement. Work engagement 
measures the employee's feelings about the organisation; the connection between the organisation and the em-
ployees. Highly engaged workers think positively about their workplaces, try their best to help the organisation 
succeed and encourage other workers. On the other hand, disengaged employees are not connected to their 
organisation and lack commitment and responsibilities. They do not have positive opinions about their work-
places. (Ryba, 2022). 

Work-family conflict prevents individuals from concentrating and dedicating time and energy to their 
work, which is likely to reduce engagement in a person’s work (Opie, Henn, 2012). When an employee works 
hard at work, he or she has to spend lots of time and energy on it. This makes it difficult for that employee to 
take a role as a family member, eventually causing work-family conflict. In many situations, employees have 
to choose between work or family. Either choice causes low job engagement or work-family conflict. Therefore, 
the relationship between work-family conflict and job engagement is negatively correlated. 
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Relationship Between Social Support and Turnover and Work Conflict 
 
A significant relationship was found between work-family conflict and social support. The high job demands 
and workload pressure in workplaces cause female workers to experience a decreased level of mental well-
being and even cause other health issues. This suggests that female workers who face high job demands and 
home responsibilities are likely to suffer from work-family conflict. Social support was found important to 
reduce work-family conflict since support from others affects female workers positively. (Akram & Ch, 2020). 

Social support from the workplace and family may prevent negative emotions that result from work-
place stress, such as work overload, which damages attitudes and behaviour in the workplace. Social exchange 
theory is that people make decisions by measuring the costs and rewards of their actions. (Bajaba & Azim & 
Uddin, 2022). 

The ultimate purpose of people acting according to this theory is to maximise their reward. This theory 
suggests that social support in the workplace develops a strong sense of comfort and security in employees and 
an emotional bond with the organisation. A job demand control support model, a theory that explains how job 
characteristics influence employees' psychological well-being, shows that receiving social support helps boost 
employees' morale and cope with stress caused by their job. Also, it supports people in developing positive 
views towards their work. (What Is Social Exchange Theory? - Social Work Theories, 2022). 

Social exchange theory and JDCS theory present the relationship between social support and employee 
turnover intention. People try to quit their job due to stress factors around the workplace, such as work overload 
or conflict between workers. According to the Conservation of resources theory mentioned in the previous 
paragraph, social support in both the workplace and family significantly reduces stress. Therefore, it suggests 
the relationship between social support, turnover intention, and work-family, where social support acts as a 
mediator. (Zhou & Wang & Heredero, 2017) 
 

Hypothesis 
 
The common assumption is that high work-family conflict will lead to low engagement in their workplaces and 
high turnover desire. Social support works as an additional predictor, where the existence of social support can 
moderate people’s attitudes. It is a longstanding issue, but many believe social support can make changes. 

Hypothesis 1: Work-family conflict will be negatively associated with engagement at work. 
Hypothesis 2: Work-family conflict will be positively associated with turnover intention.  
Hypothesis 3: Social support will moderate Hypotheses 1 and 2, such that it will buffer the associations 

of work-family conflict with engagement and turnover intent. 
 

Methods 
 
Participants 
 
The sample included 60 women and 22 men with an average age of 44 years, a total of 82 participants. They 
live in Korea and have worked in their current workplaces for at least a year and up to 28 years. Almost 80% 
of the participants were married; the rest were divorced, widowed, or never married. Fifty-six people of the 
participants have children, most of them having one or two children. 
 
 
 
 

Volume 12 Issue 2 (2023) 

ISSN: 2167-1907 www.JSR.org 3



Design and Procedure 
 
All participants completed a survey about work-family conflict, engagement, turnover intention, and social 
support. There were four sets of scale questions with a scale from 1 to 5, 1 being strongly disagree and five 
strongly agree. For the background information, respondents had to answer their age, marital status, whether 
they have children, the number of children, and how long they have worked in their workplaces. The conven-
ience sampling method was used to sample working people in Korea.  

The scale used for work-family conflict scale was from The University of Queensland. It included 
questions like ‘My work prevents me from spending sufficient quality time with my family (Haslam & Filus & 
Morawska & Sanders & Fletcher, 2015) and  ‘Working often makes me irritable or short-tempered at home.’ I 
used the ISA engagement scale from The London School of Economics and Political Science to measure en-
gagement. Example questions are ‘I focus hard on my work’ and ‘I share the same work values as my col-
leagues.’(Soane & Truss & Alfes & Shantz & Rees & Gatenby, 2012)To measure turnover intent, I asked 
questions such as ‘I have active thoughts of leaving my job’ and ‘I am actively searching for another job’(Rosin 
& Korabik, 1995). Lastly, the social support scale was asked as an exploratory moderator and included ques-
tions such as ‘There are people around me when I am in need.’ and ‘There are people with whom I can share 
joys and sorrows’. 

All scales with full questions can be found in Appendix A.  
 

Results 
 
Table 1. Correlation Matrix 

 WFC  Engagement  Turnover Intent Social Support 

WFC Conflict  Pearson Correlation 1 -.062 .424** -.116 

Sig. (2-tailed)  .583 <.001 .301 

N 82 82 82 82 

Engagement  Pearson Correlation -.062 1 -.245* .549** 

Sig. (2-tailed) .583   .027 <.001 

N 82 82 82 82 

Turnover Intent Pearson Correlation .424** -.245* 1 -.162 

Sig. (2-tailed) <.001 .027   .146 

N 82 82 82 82 

Social Support  Pearson Correlation -.116 .549** -.162 1 

Sig. (2-tailed) .301 <.001 .146   

N 82 82 82 82 
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Table 1 presents the correlation between four variables, work-family conflict, work engagement, turnover in-
tention, and social support.  Work-family conflict was not correlated with engagement, r(80) = -.062, p > .1; as 
such, Hypothesis 1 was not supported. However, work-family conflict was positively correlated with turnover 
intention, r(80) = .42, p < .001, supporting Hypothesis 2. Work engagement was negatively correlated with 
turnover intention, r(80) = -.25, p =.03, but positively correlated with social support, r(80) = .55, p < .001. 
Results were robust to partial correlations, controlling for age, tenure, the number of children, and gender. 
Finally, regression interactions between social support and work-family conflict on either engagement or turn-
over intent were insignificant, with or without controls. As such, social support did not buffer the effects of 
work-family conflict on turnover intent, but it was again the better (only) predictor in the case of engagement. 
Thus Hypothesis 3 was not supported. 
 

Discussion 
 
The present study revealed the relationship between work-family conflict, work engagement, social support, 
and turnover intention. Work-family conflict and turnover intention were positively correlated, meaning as 
work-family conflict increased, the willingness for workers to quit their jobs increased.  

The control variables, age, tenure, gender, and the number of children, did not impact the results. This 
suggests that regardless of other factors, most workers feel the same about their work. Work-family conflict is 
a stress factor causing workers to feel less willing to work and struggle to balance work and family. This causes 
workers to feel less engaged in their work, thus triggering their desire to quit their job. However, social support 
can help workers cope with these factors. These results prove the hypothesis about the relationships between 
these four variables. However, it was interesting to see that the control variables did not affect the results. 
 

Limitations 
 
Samples needed to be bigger to capture negative associations between social support, work-family conflict, 
turnover intention, and positive associations between social support and engagement. The relationship between 
work-family conflict and engagement is not shown through these results. However, even though social support 
is not strictly moderating, it predicts engagement, while work-family conflict does not – therefore, social sup-
port is an important variable. 
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