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The aim of this study was to discover differences in work-family conflict among women 

who work as employees and women who worked as entrepreneurs. The samples of this re-

search were 189 women (98 employees and 91 entrepreneurs.) This quantitative com-

parative design used an incidental sampling technique. The measuring instrument was the 

work-family conflict (WFC) translated from Greenhaus and Beutell. The data collected was 

analyzed using Mann Whitney-U Test. The results show no difference in WFC among 

women who work as employees and women as entrepreneurs. However, the data shows that 

the majority of entrepreneur women has very low WFC in all aspects (time, strain, and 

behavior), while women who work as employees tend to have medium WFC. The results of 

cross tabulation show that there are indications of an association between revenue and WFC 

(time and strain aspects) in employee respondents. While the entrepreneur women show 
indication of an association between the ages of marriage, and duration of work with WFC. 
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Tujuan penelitian ini adalah untuk mengetahui perbedaan konflik kerja-keluarga atau work-

family conflict (WFC) antara perempuan yang bekerja sebagai karyawan dan perempuan 

yang bekerja sebagai entrepreneur/wiraswasta. Partisipan dalam penelitian ini 189 orang 
(98 karyawan dan 91 wiraswasta.) Penelitian kuantitatif dengan desain komparatif ini 

menggunakan teknik sampling insidental. Alat ukur adalah work-family conflict (WFC) 

diterjemahkan dari Greenhaus dan Beutell. Analisis data menggunakan uji beda Mann 

Whitney-U Test. Hasil menunjukkan tidak ada perbedaan WFC antara perempuan yang 

bekerja sebagai karyawan dan perempuan wirausaha. Namun, data menunjukkan mayoritas 

wanita wirausaha memiliki WFC yang sangat rendah pada semua aspek (waktu, kete-

gangan, dan perilaku), sedangkan perempuan yang bekerja sebagai karyawan mayoritas WFC-

nya sedang. Hasil tabulasi silang menunjukkan bahwa pada karyawan ada indikasi asosiasi 

antara pendapatan dan WFC (aspek waktu dan aspek ketegangan.) Adapun pada perempuan 

wirausaha terdapat indikasi asosiasi antara usia pernikahan dan WFC dan lama waktu 

bekerja dan WFC. 
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The modern woman is very different from the 

traditional woman. Higher levels of education ena-

bled women to pursue careers in the public field. 

Many women hold positions of power such as being 
a mayor, president, minister, and other important 

positions. The changes occurring to women are link-

ed with the gender equality movement suggested du-

ring the period of R. A. Kartini. The Ministry of Wo-

men’s Empowerment and Child Protection (Kemen-

terian Pemberdayaan Perempuan dan Anak, 2012) sta-

ted that there has been an increase of women work-
ers in the labour force. In 2004, the percentage of 

working women is 38.16%, and it increased to 45.75% 

in 2011. This is pioneered by the education access 
equality between men and women. Statistics from 

the Center of Statistics (Badan Pusat Statistik, 2014) 

showed that the number of female entrepreneur is 

5,590,638, with a majority of them located in Java 
and Bali. This number showed a bigger increase com-

pared to male entrepreneur. In 2012, there was only 
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7.80% increase of male entrepreneur, as compared to 

the 7.91% increase of female entrepreneur. On the 

other hand, the number of working women in Indo-

nesia reached 1,200,241 in 2008, and increased by 
288,614 in 2014. 

A number of explanations include economic boosts, 

increased opportunity for women, and need to achi-
eve self existence. Christine, Oktorina, and Mula (2010) 

explained that women work due to their need for 

self actualisation, especially following the comple-
tion of higher education. Working women have leve-

rage and the power to get what they want (Zvonkovic, 

Schimiege, & Hall, 1994). In addition, working wo-

men have better problem-solving skills due to their 
habit of solving problems in certain periods of time. 

Despite the benefits of being a working woman, 

there’s a dilemmatic impact of work to women. They 
often experience work-family conflict (WFC) which is 

the conflict of roles due to the imbalance of one 

domain to another. For example, in terms of time, a 
mother who needed to complete her professional 

work in the office has to take her child’s school re-

port. Another example is the aspect of strain, in 

this case a mother who is stressed out at work lashes 
out her anger to her child at home. The third exam-

ple is behaviour conflict, with different role demands 

at home and in the office. WFC consisted of these 
three factors, which include time, strain, and beha-

viour (Greenhaus & Beutel, 1985). There are more 

women who experience WFC compared to men. 

This is due to the traditional role of women as a home-
maker and childbearer. Work pressure can only in-

duce emotional fatigue, distress (lower performance) 

and turnover intention to leave work (Yavas, Babakus, 
& Karatepe, 2008; Rantanen, Mauno, Kunnunen, & 

Rantanen, 2011). K. L. Minotte, M. C. Minotte, 

Pedersen, Mannon, and Kiger (2010) stated that 
work-related distress can affect marital satisfaction. 

In a forum group discussion of eight working women 

(31 March 2015) it was shown that there was a lack 

of time and energy to live out two roles, lack of 
quality time with family, being inundated with work, 

more time for work than for family, work being 

carried over to their home so they have even less 
time for themselves. These things are in line with 

Rehman (2012) who stated that working women 

have life imbalance and work-family conflict, and 
they even have no time for themselves. For working 

women with child, this is especially dilemmatic be-

cause workplaces usually put rigid and unflexible 

rules regarding time schedules. They need to work 
for very long (Dolcos, 2006) so they can’t fulfill their 

role as parents optimally. This situation can lead to 

parental dissatisfaction. 

Alternative careers for women are to become 

entrepreneurs. The definition of an entrepreneur has 
been discussed in the literature. However, one of the 

most defining aspects of being an entrepreneur is 

their ability to work independently. In this case, the 
independence in question is their ability to organize 

their time and activities based on their own plans 

and design (Filion, 2011). Based on these definite-
ons, there seemed to be a good level of autonomy in 

terms of time and work activities on an entrepre-

neur. Minola, Criaco, and Obschonka (2016) stated 

that by working independently, someone usually have 
better autonomy and determination in working. Das 

(2001) explained that women who worked as an entre-

preneur had lower levels of work-family conflict. 
By becoming an entrepreneur, a woman has the auto-

nomy, personal satisfaction, and flexibility in mana-

ging time so they can arrange a time to take care of 
business and household related matters. Women can 

also reach the top level when she became an entre-

preneur. The participation of women who worked as 

an entrepreneur is starting to become a trend in Asian 
countries. Based on personal interviews (March 13, 

2015) with a woman entrepreneur engaged in the cloth-

ing business, it was stated that she enjoyed starting 
a business because it can help boost the economy of 

the family, especially after her husband has retired. 

Das (2001) explained that work-family conflict is 

not high on Indian women entrepreneurs. 
In contrast to the earlier explanation, Basha, Pranav, 

Rao, Madhavi, and Sudha (2013) explained that women 

entrepreneurs also have a dual role in the community. 
The first role is taking care of the household and the 

second role is taking care of her business. Women 

still face work-family conflict. A woman who has a 
clothing business, in an interview (March 13, 2015) 

said that, when she was under stress she often scolded 

her son in front of her employees even though her 

son did nothing wrong. This was done when there 
was a lot of work to be handled so that became a 

pressure of its own. This showed the work-family con-

flict she faced. Research conducted in various deve-
loping countries such as Bangladesh, India, South 

Africa, and including Indonesia, showed the diffi-

culties uniquely experienced by women entrepreneurs. 
Starting from the local customary law, such as cul-

ture and religion that limited the scope of movement 

of women and the difficult amount of household 

work for women with a family (Ahamad & Moudud-
UI-Hug, 2013; Ganesan, Kaur & Maheshwari, 2002; 
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Ragoobur & Kasseeah, 2012). Moreover, in some 

countries, women's access to education is limited. This 

posed as a further obstacle for women to become 

enterpreneurs. Furthermore, there are more obstacles 
in the forms of capital constraints and the difficulty 

of accessing credit for women in developing countries. 

Kanungo (2003) mentioned the psychological side of 
women as an additional issue, including the lack of 

confidence and social structures that made women de-

pendent on men. Entrepreneurs are often regarded as 
a masculine job, and as a woman there is an obligation 

to also be a mother and a wife (Chasserio, Pailo, & 

Poroli, 2014). Women also lack the figure or role model 

that can inspire them to succeed as an entrepreneur. 
Being a working woman as an employee or entre-

preneur is not easy. There is a dilemmatic problem 

faced by women. Some literature explained that be-
coming an entrepreneur gave unique benefits as a 

woman, particularly in terms of schedule flexibility 

and decision making autonomy. However, there are 
still challenges that women have to face. For exam-

ple, women in some countries chose to focus on one 

domain and ignore other domains by remaining single 

and focusing on her career (Bowen & Hisrich as cited 
in Das, 2001). On the other hand, a number of women 

employee who focused on their family decided to 

leave their job (Yavas, Babakus, & Karatepe, 2008). 
This showed the two sides of women’s role that are 

not easy to do. On the one hand, they have autonomy, 

but on the other hand their role is difficult so most 

chose to focus on one role. From the Center of Statistics 
(Badan Pusat Statistik, 2010), 38.71% of women in 

Jakarta chose to be single. That number increased in 

2009 which is 38.07%. If more women perceive that 
living as both working women and homemaker is 

difficult and they chose to be single, this can create 

an impact to a country’s demographic structure. 
The dilemmatic condition of working women need-

ed to be attended to. The identification of work-family 

conflict phenomenon in women who work either as 

an employee or entrepreneur becomes an important 
issue to be discussed. With the identification of work-

family conflict faced by working women, it is expect-

ed to contribute knowledge to help women find bet-
ter work and life balance. If women can lead balan-

ced life, she could better contribute to the country by 

performing productively up to their own potential. 
When women are given support to have a balance 

between career and household, it could also affect 

the future generation. Children of working women 

can grow and develop properly and without losing a 
mother figure. 

The earlier explanation showed that women who 

become employees or self-employed woman both 

equally experience difficulties by facing two roles 

in offices and households. They were equally requi-
red to meet both their roles. This caused a woman 

employee or entrepreneur to both experience work-

family conflict. However, on the other hand, there 
were some differences in the characteristics of em-

ployment and difficulties in women employees and 

entrepreneurs. These differences could possibly lead 
to differences in the level of work-family conflict 

experienced by both groups. 

This research aimed to confirm the findings of 

previous studies that have been done in other countries 
about women's work as both entrepreneurs and em-

ployees, because past studies’ evidence have not been 

conclusive. In particular, research on work-family con-
flict comparing the two groups of working women 

has not been done quantitatively. The few studies 

that have been done were conducted only in a spe-
cific group of samples. On one hand, researches on 

WFC to women entrepreneurs have been conducted 

by Ahamad and Moudud-UlHug (2013), Das (2001), 

and Ganesan, Kaur, and Maheshwari (2002); while 
research of the WFC on women employee has been 

studied by Annink, denDulk, and Stein (2016), Cohen 

(2009). None of the research so far has simultaneously 
investigated the comparison of work-family conflict 

between women who worked as an employee and as 

an entrepreneur. Therefore, the current research aim-

ed to confirm previous research on whether there 
were different levels of work-family conflict on both 

women entrepreneurs and female employees. Although 

women entrepreneurs and employees both work pro-
fessionally and are also housewives, the dynamics 

could be different. Women entrepreneurs who have 

work and time autonomy were predicted to have lower 
WFC compared to women who work as an employee. 

This research will hopefully reveal the different 

of WFC levels between women employees and wo-

men entrepreneurs. Such findings could be an initial 
step to create a better support system for women who 

work, to improve the quality of their family. This will 

hopefully enable them to contribute better to the 
organization and to the country. 

 

 

Method 
 

This is a quantitative study with a comparative de-

sign. The sampling technique is a nonprobability sam-
pling with incidental sampling. The population charac-
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teristic is married women who work on a full-time 

contract on an organisation and married women who 

work as entrepreneurs. 

The subject consists of 189 women, 98 of whom 
were employees and 91 were entrepreneurs. Subjects 

were collected by distributing Work-Family Conflict 

Scale. The scale used was the one by Greenhaus and 
Beutell (Netemeyer, Boles, & McMurrian, 1996) con-

sisting of three aspects: strain, time, and behavior. 

Greenhaus and Beutell (Ahmad, 2008) explained WFC 
as three aspects. The first is a time-based conflict that 

occurs due to the time prioritized in one role making 

it difficult to participate in another role. The second 

type is strain-based conflict, which is a conflict of res-
ponsibility that occurs due to one role disrupting ano-

ther. Lastly, behavior-based conflict occured due to 

behaviors that come with the responsibility in a role. 
Buck, Lee, MacDermid and Smith (Ahmad, 2008) 

stated that the reason why these conflicts occur was 

due to the limited energy that a woman has to conduct 
two roles at once. The questionnaire consisted of ten 

Likert-type scale items. Respondents were asked to 

indicate a number from 1 to 7, where 1 indicated “Very 

Inappropriate” and 7 for “Very Appropriate” for each 
statement. All items in the scale are considered valid 

with a correlation level of .4 and reliability value of 

.881. An example of WFC time-aspect is “The time 
that I need to do my work makes it difficult for me 

to do family responsibilities”. An example for WFC 

strain aspect is “The pressure in my work made it dif-

ficult for me to do household tasks”. Lastly, WFC be-
havior-aspect included items such as “Demand from 

partner/family disrupts my work activities”. 

 
 

Results 
 

Demographics 
 

Subjects in this study are mostly 40-49 year olds 

(40.7% of total subjects). The highest level of educa-
tion is bachelor/diploma (51.9%), while the second 

highest is high school (31.7%), while the rest vary 

between elementary school to masters. A total of 66 
subjects (34.9%) have been married for more than 

20 years. These are the majority. There was an even 

spread of subjects who have been married for under 
five years (17.5%), between 6-10 years (14.8%), be-

tween 11-15 years (12.2%), and between 16-20 years 

(14.8%). The majority of subjects had to work or open 

a business for more than 15 years (32.3%). A smaller 
number of subjects worked or opened a business for 

12-15 years (7.4%). In terms of weekly working hours, 

a majority of subjects worked for less than 50 hours, 

which are 41-50 hours per week (38.1%) and less than 

40 hours per week (32.8%). A total of 40.2% of the 
subjects admitted that they rarely work overtime in 

their profession or business. While 29.1% said they 

never work overtime. Only 7.4% of the subjects sta-
ted that they frequently worked over time. In terms 

of income, a majority of subjects earned between three 

million to 5.9 million rupiahs per month (27%). This 
is followed by subjects with monthly income above 

nine million (23.8%) and income of one million to 2.9 

million per month (23.3%). Only 7.9% of the subjects 

had an income of below one million per month. Tables 
1, 2, and 3 show the results of the demographic data 

of respondents of this study. 

 

Work-Family Conflict 
 

Table 4 indicates the descriptive statistics of sub-
jects’ WFC. The average score of all respondents WFC 

is 29.10, while the aspect of time at 9.62, strain aspects 

at 11.13, and behavioral aspects at 8.35. The minimum 

value that appears on subjects’ WFC is 10 and the 
maximum 61. 

Table 5 showed the WFC levels of subjects. A total 

of 47 respondents (24.9%) were categorised as having 
very low WFC. 49 respondents (25.9%) had more 

WFC with low levels as the majority. In the medium 

category, there were 48 respondents (25.4%) and in 

the high category there were 45 subjects (23.8%). 
On Table 6, the level of WFC on each aspect was 

shown. The majority of subjects are at a very low level 

(29.1%) at the time aspect. Similarly, for the strain 
aspect, the majority of subjects were at a very low 

level (33.9%). Behavioral aspects were categorised 

as very low (37.0%). 
 

Comparison of WFC Between Female Employees 

and Female Entrepreneur 
 

Table 7 showed comparison results between female 

employees and female entrepreneur. Non-parametric 

test was used due to abnormal data. Mann Whitney-
U test showed a significance value of .294. Thus, it can 

be concluded that there are no significant differen-

ces between employees and female entrepreneur. 

 

WFC Cross-tabulations on Female Employees 

and Female Entrepreneur 
 

Table 8 showed cross-tabulation results between WFC 
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and the status of women as employee or entrepre-
neur. Results showed that there are no significant 

differences between employees and female entrepre-

neurs. However, it can be seen on Table 8 that a ma-
jority of employees were categorized as medium. A 

majority of entrepreneurs fell on the low category, 

Table 1 
Respondents’ Demographics Data 

Data Category Total (n) (%) 
Age   

 Less than 30 years old 27 14.3 

 30-39  years old 59 31.2 

 40-49 years old 77 40.7 

 50-59  years old 20 10.6 

 More than 59 years old 1 0.5 

 Not indicated 5 2.6 
Total 189 100 
Education   
 Elementary School 7 3.7 

 Junior High School 14 7.4 

 High School 60 31.7 

 Bachelor/Diploma 98 51.9 

 Masters/higher 8 4.2 

 Not indicated 2 1.0 
Total  189 100 
Duration of marriage   

 Less than 5 years 33 17.5 

 6-10  years 28 14.8 

 11-15  years 23 12.2 

 16-20  years 28 14.8 

 More than 20  years 66 34.9 

 Not indicated 11 5.8 
Total  189 100 
Work/business tenure   

 0-3  years 36 19.0 

 4-7  years 41 21.7 

 8-11  years 33 17.5 

 12-15  years 14 7.4 

 More than 15 years 61 32.3 

 Not indicated 4 2.1 
Total  189 100 
Time spent at work/week   

 Less than 40 hours 62 32.8 

 41-50  hours 72 38.1 

 51-60  hours 21 11.1 

 More than 60  hours 26 13.8 

 Not indicated 8 4.2 

Total  189 100 
Frequency of overtime work   

 Very often 14 7.4 

 Often 38 20.1 

 Rarely 76 40.2 

 Never 55 29.1 

 Not indicated 6 3.1 
Total  189 100 
Monthly income   

 Less than 1 million 15 7.9 

 1 – 2.9  million 44 23.3 

 3 – 5.9  million 51 27.0 

 6 – 8.9 million  29 15.3 

 More than 9  million 45 23.8 

 Not indicated 5 2.6 
Total  189 100 

 

Table 2 
Demographics of Employee Respondents 

Data Category Total (n) (%) 
Age   

 Less than 30 years old 12 12.2 

 30-39  years old 32 32.7 

 40-49 years old 39 39.8 

 50-59  years old 10 10.2 

 More than 59  years old 0 0 

 Not indicated 5 5.1 
Total 98 100 
Education   

 Elementary School 1 1.0 

 Junior High School 1 1.0 

 High School 30 30.6 

 Bachelor/Diploma 60 61.2 

 Masters/higher 5 5.1 

 Not indicated 1 1.0 
Total  98 100 
Duration of Marriage   

 Less than 5 years 18 18.4 

 6-10  years 16 16.3 

 11-15  years 12 12.2 

 16-20  years 14 14.3 

 More than 20  years 27 27.6 

 Not indicated 11 11.2 
Total  98 100 
Work/business tenure   

 0-3  years 8 8.2 

 4-7  years 18 18.4 

 8-11  years 19 19.4 

 12-15  years 11 11.2 

 More than 15 years 40 40.8 

 Not indicated 2 2 
Total  98 100 
Time spent at work/week   

 Less than 40 hours 23 23.5 

 41-50  hours 59 60.2 

 51-60  hours 9 9.2 

 More than 60  hours 4 4.1 

 Not indicated 3 3.1 
Total  98 100 
Frequency of overtime work   

 Very often 3 3.1 

 Often 18 18.4 

 Rarely 44 44.9 

 Never 30 30.6 

 Not indicated 3 3.1 
Total  98 100 
Monthly income   

 Less than 1 million 6 6.1 

 1 – 2.9  million 25 25.5 

 3 – 5.9  million 31 31.6 

 6 – 8.9 million  19 19.4 

 More than 9  million 12 12.2 

 Not indicated 5 5.1 
Total  98 100 
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even though the difference was not significant. 

 

Cross-tabulations of WFC Results Between 

Entrepreneurs and Employees with Demo-

graphics 
 

Cross tabulations were done as supplementary ana-
lyses. Based on the Pearson Chi-Square tabulation be-

tween demographics data and WFC categories, income 

had a p-value of .026. It can be concluded that there 
is a difference on WFC of female employees and 

entrepreneurs based on their income. 

Table 9 showed that for those who earn less than 

one million, a majority had high WFC, while those 
who earn more than nine million fell onto the very 

low WFC category. Results can be seen in Table 8. 

 

Cross Tabulations on Female Employee Data 
 

On the female employee data, the authors did cross 
tabulations between WFC and its aspects with demo-

graphics data. Results showed that only income had 

an association with time and strain aspects of WFC, 

but it was not directly associated with WFC. This 
means that higher income is associated with lower 

levels of WFC aspects of time and strain. Pearson 

Chi-square test showed a p-value of .033 on cross 
tabulations of income with time aspect, and a p-value 

.01 on cross tabulations between income and strain. 

Results are displayed on Table 10 and Table 11. 

 

Cross Tabulations on Female Entrepreneur Data 
 

Pearson Chi-Square cross tabulations were also 
done on female entrepreneur data with the demogra-

phics. Results indicated difference only on marriage 

duration and time spent at work with WFC in gene-
ral. The p-value on cross tabulation between marri-

age duration and WFC is .00 whereas p-value on cross 

tabulation between time spent on work and WFC is 

.023. Seen from each aspect, only marriage duration 
had a significant association with each aspect of WFC 

(p-value of .00 for all three aspects of WFC). 

On Table 12, it can be seen that when marriage 
duration is less than five years, the majority of WFC 

is in the high category. Meanwhile, at higher marriage 

duration, like 16-20 years, the majority of WFC are in 
the very low category and at the marriage duration 

of more than 20 years the majority are in the low 

category WFC. 

Seen from time spent at work, there is also a dif-
ference. Those who work under 40 hours a week, the 

majority of WFC is at very low category. Women 
entrepreneurs who work more than 60 hours per week, 

the majority fell in the category of high WFC. The 

tabulated results are presented in Table 12. 

Table 3 
Demographics of Entrepreneur Respondents 

Data Category Total (n) (%) 
Age   
 Less than 30 years old 15 16.5 

 30-39  years old 27 29.7 

 40-49 years old 38 41.8 

 50-59  years old 10 11.0 

 More than 59 years old 1 1.1 

 Not indicated 0 0 
Total 91 100 
Education   
 Elementary School 6 6.6 

 Junior High School 13 14.3 

 High School 30 33.0 

 Bachelor/Diploma 38 41.8 

 Masters/higher 3 3.3 

 Not indicated 1 1.1 
Total  91 100 
Duration of Marriage   

 Less than 5 years 15 16.5 

 6-10  years 12 13.2 

 11-15  years 11 12.1 

 16-20  years 14 15.4 

 More than 20  years 39 42.9 

 Not indicated 0 0 
Total  91 100 
Work/business tenure   

 0-3  years 28 30.8 

 4-7  years 23 25.3 

 8-11  years 14 15.4 

 12-15  years 3 3.3 

 More than 15 years 21 23.1 

 Not indicated 2 2.2 
Total  91 100 
Time spent at work/week   

 Less than 40 hours 39 42.9 

 41-50  hours 13 14.3 

 51-60  hours 12 13.2 

 More than 60 hours 22 24.2 

 Not indicated 5 5.5 
Total  91 100 
Frequency of overtime work   

 Very often 11 12.1 

 Often 20 22.0 

 Rarely 32 35.2 

 Never 25 27.5 

 Not indicated 3 3.3 
Total  91 100 
Monthly income   

 Less than 1 million 9 9.9 

 1 – 2.9  million 19 20.9 

 3 – 5.9  million 20 22.0 

 6 – 8.9 million  10 11.0 

 More than 9 million 33 36.2 

 Not indicated 0 0 
Total  91 100 
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Discussion 
 

The purpose of this study was to determine diffe-
rences in work-family conflict between women who 

work as employees and entrepreneurs. Work-family 

conflict occurs when a person is more focused and 

dedicated to one role only. It would lead to a time, 
strain, and behavior conflict. Results showed that there 

was no significant difference between both samples 

on their WFC levels. However, judging from the 
trend of the mean scores, female employees had high-

er WFC than women entrepreneurs. The majority of 

women who work as employees is in the category of 

medium WFC, while women who worked as an en-
trepreneur is in the very low category. This is in line 

with the research of Das (2001) who found that the 

WFC levels of female entrepreneur are not high, 

and is similar to female employees. This contrasts 

with the research of Ufuk and Ozgen (2001), who 

explained that there is a high work-family conflict ex-
perienced by women entrepreneurs in Turkey. 

Based on the results of additional cross-tabulation 

analyses, some aspects have been found to be asso-
ciated with WFC on female employees. The first is 

an indication of an association between income and 

work-family conflict aspect of time. The data suggests 

that women who have an income of less than 1 mil-
lion had a high category of WFC. Conversely, women 

who are earning more than nine million had low 

WFC. This is similar to that expressed by Ciabattari 
(2007) that low-income women experience higher le-

vels of WFC compared to higher-income women. It 

was explained that lower income is also related to 
worse access to the support system. This is in line 

with Ryan and Sagas (2009) and Ford (2011) who sta-

ted that there was a correlation between employee 

satisfaction and high income on work-family conflict. 
In this case, higher income will be associated with lo-

Table 4 
Respondent’s Descriptive Statistics on WFC 

Desc. 

Stat. 
WFC Time Strain Behavior  

Mean 29.10 9.62 11.13 8.35 

Std. 

Dev. 

10.872 3.693 4.595 3.506 

Min 10 3 4 3 

Max 61 21 28 18 

Women 

Employees 

   

Mean 29.6
2 

9.81 11.32 8.50 

Std. Dev. 10.2

6 

3.56 4.44 3.29 

Min 10 3 4 3 

Max 61 21 28 15 

Women 

Entrepreneurs 

   

Mean 28.5
3 

9.42 10.92 8.19 

Std. Dev. 11.5

2 

3.84 4.77 3.73 

Min 10 3 4 3 

Max 59 19 25 18 

     

Table 5 
Respondent’s WFC Category 

WFC 

Category 

Amount (n) (%) 

Very low 47 24.9 

Low 49 25.9 

Medium 48 25.4 
High 45 23.8 

Total 189 100 

 

 

Table 6 
Respondent’s WFC Category for Each Aspect 

Category Amount (n) (%) 

Time Aspect   
Very low 55 29.1 

Low 40 21.2 

Medium 54 28.6 
High 40 21.2 

Total 189 100 

Strain aspect  
Very low 64 33.9 

Low 31 16.4 

Medium 54 28.6 

High 40 21.2 

Total 189 100 

Behavior aspect  
Very low 70 37.0 
Low 33 17.5 

Medium 46 24.3 

High 40 21.2 

Total 189 100 

 

Table 7 
Comparison Test Between Female Employee and 
Female Entrepreneur 

Comparison of WFC Score 
Employee WFC average 99.02 

Entrepreneur WFC average 90.67 

Mann Whitney-U 4065.00 

Z-score -1.049 

P-value 0.294 
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wer WFC. Antoniak (2011) also argued that when 

someone does not have a balance, then there is also 
a perception of time inequality. Employees in general, 

whether male or female, experienced a perception of 

inequity, where they feel that there is a difference be-

tween the salary they get and the activities of their 
actual work. That's why, even though they are highly 

paid, they still have high WFC (Bhave, Kramer, & 

Glomb, 2012). The female employee could also expe-

rience the same thing. However, this is not found on 

female entrepreneurs, presumably due to their auto-
nomy on deciding work activities. On employees, 

work activities are usually determined and governed 

by a superior or standard procedure, so they are more 

likely to perceive their salaries to not match with the 
strain of the performance. While for the entrepreneur, 

they themselves design their work activities. They 

know how to earn money, so they do not feel the dif-

Table 8 
Cross Tabulation Between Entrepreneurs and Employees With WFC 

Status 
Work-Family Conflict Category (n) 

Total n (%) 
Very low (%) Low (%) Medium (%) High (%) 

Female employee 21 

(21.4) 

25 

(25.5) 

28 

(28.6) 

24 

(24.5) 

98 (100) 

Female 

enterpreneur 

26 

(28.5) 

24 

(26.5) 

20 

(21.9) 

21 

(23.1) 

91 (100) 

Total 47 
(24.8) 

49 
(25.9) 

48 
(25.4) 

45 
(23.8) 

189 (100) 

 

Table 9 
Cross Tabulation Between Income With WFC 

Income 
Work-Family Conflict category (n) 

Total n (%) 
Very low (%) Low (%) Medium (%) High (%) 

Less than 1 million 0 

(0) 

3 

(20.0) 

4 

(26.7) 

8 (53.3) 15 (100) 

1 – 2.9 million 12 

(27.3) 

15 (34.1) 10 (22.7) 7 (15.9) 44 (100) 

3 – 5.9 million 10 

(19.6) 

10 (19.6) 20 (39.2) 11 (21.6) 51 (100) 

6 – 8.9 million 9 

(31.0) 

8 

(27.6) 

3 

(10.3) 

9 (31.0) 29 (100) 

More than 9 
million 

15 
(33.3) 

12 
(26.7) 

10 (22.2) 8 (17.8) 45 (100) 

Total 46 

(25.0) 

48 (26.1) 47 (25.5) 43 (23.4) 184 (100) 

 

Table 10 
Cross Tabulation Between Income and Time Aspect for Employees 

Income 
Time Aspect Category (n) 

Total n (%) 
Very low (%) Low (%) Medium (%) High (%) 

Less than 1 million 0 

(0) 

0 

(0) 

4 

(66.7) 

2 

(33.3) 

6 

(100) 

1 – 2.9 million 7 

(28.0) 

6 

(24.0) 

7 

(28.0) 

5 

(20.0) 

25 

(100) 

3 – 5.9 million 5 

(16.1) 

4 

(29.0) 

12 

(38.7) 

5 

(16.1) 

31 

(100) 

6 – 8.9 million 9 

(47.4) 

9 

(21.1) 

0 

(0) 

6 

(31.6) 

19 

(100) 
More than 9 

million 

4 

(33.3) 

1 

(8.3) 

6 

(50.0) 

1 

(8.3) 

12 

(100) 

Total 25 

(26.9) 

20 

(21.5) 

29 

(31.2) 

19 

(20.4) 

93 

(100) 
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ference in income and performance like the employee. 

In addition, there is an association between income 

and work-family conflict aspects of strain. The results 
showed indications of an association between income 

and WFC aspects of strain. Particularly, the higher 

the income, the lower the WFC aspect of strain. Con-

versely, lower income will be associated with higher 
WFC aspect of strain. Modie-Moroka (2014) noted 

that pressure or strain can arise from an adaptive 

response to the environment. A working woman who 

does not earn enough will feel pressured to meet the 

daily needs of her family, making it possible for her 
to feel depressed. This is particularly important in 

recent times where living cost is high. 

Based on two cross tabulation analysis results ear-

lier, it can be seen that income showed indicated asso-
ciation of work-family conflict aspects of time as well 

as with strain. This is contrary to previous statements 

Table 11 
Cross Tabulation Between Income and Strain Aspect for Employees 

Income 
Strain Aspect Category (n) 

Total n (%) 
Very low (%) Low (%) Medium (%) High (%) 

Less than 1 million 1 

(16.7) 

0 

(0,0) 

1 

(16.7) 

4 

(66.7) 

6 

(100) 

1 – 2.9 million 4 

(16.0) 

10 

(40.0) 

6 

(24.0) 

5 

(20.0) 

25 

(100) 

3 – 5.9 million 6 

(19.4) 

6 

(19.4) 

13 

(41.9) 

6 

(19.4) 

31 

(100) 

6 – 8.9 million 11 

(57.9) 

2 

(10.5) 

3 

(15.8) 

3 

(15.8) 

19 

(100) 

More than 9 
million 

5 
(41.7) 

1 
(8.3) 

4 
(33.3) 

2 
(16.7) 

12 
(100) 

Total 27 

(29.0) 

19 

(20.5) 

27 

(29.0) 

20 

(21.5) 

93 

(100) 

 

Table 12 
Cross Tabulation Between Marriage Duration and Time Spent Working With WFC of Entrepreneurs 

Demographics 
Work-Family Conflict Category (n) 

Total n (%) 
Very low (%) Low (%) Medium (%) High (%) 

Marriage Duration 

Less than 5 years 3 

(20.0) 

3 

(20.0) 

4 

(26.7) 

5 

(33.3) 

15 

(100) 

6-10 years 2 

(16.7) 

3 

(25.0) 

4 

(33.3) 

3 

(25.0) 

12 

(100) 

11-15 years 4 

(36.4) 

4 

(36.4) 

1 

(9.1) 

2 

(18.2) 

11 

(100) 
16-20 years 6 

(42.9) 

1 

(7.1) 

3 

(21.4) 

4 

(28.6) 

14 

(100) 

More than 20 

years 

11 

(28.2) 

13 

(33.3) 

8 

(20.5) 

7 

(17.9) 

39 

(100) 

Total 26 

(28.5) 

24 

(26.4) 

20 

(22.0) 

21 

(23.1) 

91 

(100) 

Time Spent Working 

Less than 40 hours 14 

(35.9) 

9 

(23.1) 

10 

(25.6) 

6 

(15.4) 

39 

(100) 

41-50 hours 0 

(0.0) 

2 

(15.4) 

7 

(53.8) 

4 

(30.8) 

13 

(100) 
51-60 hours 4 

(33.3) 

5 

(41.7) 

0 

(0.0) 

3 

(25.0) 

12 

(100) 

More than 60 

hours 

6 

(27.3) 

7 

(31.8) 

2 

(9.1) 

7 

(31.8) 

22 

(100) 

Total 24 

(27.9) 

23 

(26.7) 

19 

(22.1) 

20 

(23.3) 

86 

(100) 
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by Ku (1991) who explained that income is often asso-

ciated with career commitments. Someone who earn 

low wages, have a tendency to quit. On the other hand, 

this is contrary to the research conducted by Bhave, 
Kramer, and Glomb (2012), who explained that al-

though real income is important, the perception of 

income satisfaction is even more important. An indi-
vidual who has a high income may not be satisifed 

with her salary. Such dissatisfaction might cause a 

high work-family conflict. 
Based on supplementary cross-tabulation analysis, 

some aspects have been noted to have an associa-

tion with WFC on entrepreneurs:  

(1) Association between marriage duration with 
work-family conflict. Based on the data, those who 

have been married for less than five years had high 

WFC, whereas those with higher duration of marri-
age (more than 16 years) had low WFC. This is in line 

with VanLaningham, Johnson, and Amato (2016) who 

stated that those in the early stages of marriage ex-
perience difficulties due to negotiating responsibilities 

and have to face conflicts. In contrast, those who 

have been married for longer were happier compared 

to those who only recently married. Marriage duration 
is correlated with happiness due to perceived financial 

stability, the presence of a home base, and approaching 

retirement. It is possible that the birth of a child will 
create financial or time demand which will lead to 

stress/pressure for parents. Mulyandini, Lelly, & Tobing 

(2015) stated that the first 1-3 years is a risky period 

in marriage, where problems usually occur and each 
partner enter an adaptation process. Therefore, longer 

marriage duration will lead to being more stable in 

facing challenges. 
(2) Association between time spent at work with 

work-family conflict. Based on the data it can be seen 

that the group of women entrepreneurs who work 
under 40 hours a week, the majority were categorized 

at WFC of very low category. Whereas women en-

trepreneurs who work more than 60 hours per week, 

the majority were categorized as high WFC. Annink, 
denDulk, and Stein (2016) said that working as an 

entrepreneur was also associated with long working 

hours, intensive work, job demands, job stress, and 
financial insecurity. The factors that contribute to work-

family conflict were the long work period and the 

high workload. Major, Klein, and Ehrhart (2002) no-
ted that time spent at work was positively correlated 

with work-family conflict. Nowadays, people feel has-

tier than 30 years ago. Long working time can con-

tribute to the emergence of negative consequences. 
Conflicts can occur when a person is focused on one 

role. Long working hours are associated with an in-

crease in work-family conflict aspect of time. Long 

working hours are also associated with increased de-

pression or psychosomatic symptoms. This is in line 
with the research by Adkin and Premeaux (2012) who 

said that time spent at work has a linear correlation 

with work-family conflict, especially with the less flexi-
ble work time (Ciabbattari, 2007). Anafarta (2010) also 

stated a similar argument where there is a correlation 

between the working hours of employees with work-
family conflict, in this case more working hours will 

lead to greater WFC experienced. 

In essence, women who chose to be an entrepre-

neur is not motivated by financial incentives, but main-
ly try to find a new life goal separate from her old en-

vironment. Dzisi (as cited in Cohen, 2009) stated that 

women decide to do their own business to boost fa-
mily economy, because they were frustrated by their 

past work, wanting to show achievement, and to fill 

up their time. Meng and Liang (1996, as cited in 
Cohen) added the desire to grow as another motiva-

tion to become an entrepreneur. They want to have 

flexibility and control of their life and to indepen-

dently develop. Thus, money is not the only thing for 
entrepreneur women, and indeed autonomy and self-

development are considered as important aspects. 

Working period designed to match their own work 
activity gives a sense of work satisfaction, as well as 

decrease family conflict. 

On the other hand, women who choose to be em-

ployees have a greater motivation for money com-
pared to entrepreneurs. For married women, there is 

pressure to balance work demands with family de-

mands. Van der Lipe (2005, as cited in Cohen, 2009) 
stated that working women need to be supported in 

their specific problems. Not only through social sup-

port, but also for example by helping them provide 
care for their children (e.g., with a day care), or to 

support their family income by providing incentives. 

 

Limitations 
 

There are some limitations in the process of this 

study. Initially, the researcher did not hold the level 
of responsibility equally between employees and en-

trepreneurs. This may affect the results because both 

respondents may not have equal position and income. 
The authors did not put a marriage duration limit for 

the subjects. The results can be very different if such 

limit was applied. Some studies have shown that mar-

riage duration affects WFC. Early years of marriage 
tend to be associated with higher WFC, and vice 
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versa. Had the researcher put this limit in place, the 

effect of this factor will be controlled. From data ana-

lysis perspective, the analysis method is too simple 

with utilizing comparative tests and cross tabulations. 
Further research can be done using more sophisticated 

methods of analysis such as SEM and Path. From 

research design perspective, the results of this study 
are merely quantitative. A mixed method (quantita-

tive and qualitative) should enrich the results to en-

able the development of personal story and meaning 
of life as a homemaker and worker from the perspec-

tive of respondents. The study can also be developed 

from the respondent side. Cultural difference in ad-

dressing women employee or entrepreneurs can cause 
the differing levels of WFC. For example, a culture 

that is more open to the role of women as workers 

or entrepreneurs will result in lower levels of WFC. 

 

Conclusion 
 

Work-family conflict is the role dilemma that oc-

curs due to an imbalance between one domain and 

another (Yavas et al., 2008), which consists of the con-

flict in time, strain, and behaviour. Until recently, 
many researchers have studied the work-family con-

flict on women who either work as an employee or 

as an entrepreneur. The result is not conclusive be-
cause it was said that being an employee lead to wo-

men having higher WFC. Research has led to the 

mapping of conflicts experienced by working women 

or women who are self-employed. For example, a 
study of female nurses in Israel showed that problems 

arise mostly from occupational factors rather than 

families. This suggested that job-related variables such 
as job description and salary brought conflict into 

their households (Cohen, 2009). On the other hand, 

there are studies showing that female entrepreneurs 
also have a higher WFC. 

Results showed no significant difference on WFC 

between entrepreneurs and employees. However, it 

can be seen that the WFC of entrepreneurs tend to be 
lower than employees. A factor indicated to be asso-

ciated with WFC on employees is income, especially 

WFC concerning time aspect and strain. Higher in-
come was associated with lower levels of both WFC 

concerning the time and strain aspects. For entrepre-

neurs, marriage duration and time spent at work 
were indicated to be associated with WFC. This is 

related to the difference in work characteristics, where 

entrepreneurs have more autonomy in regulating 

their own work and income, so income does not sig-
nificantly affect WFC of female entrepreneurs. 

Although this study revealed that women who work 

as either an employee or an entrepreneur had low to 

medium levels of WFC, preventative measures should 

still be done. By devising a good support system for 
working women, this can improve the physical and 

psychological health of women. A woman with good 

physical and psychological health will be able to pro-
vide optimal care for her family and children and 

working women can still achieve self actualization. 
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