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Abstract
The present study highlights the significance of job satisfaction as one of the most important work factors on
W-FC and F-WC. This paper also examines the effects of one of the essential family factor which is family
satisfaction on W-FC and F-WC. The respondents for this study consist of 198 married female nurses working in
public hospitals in Shiraz-Iran. The findings revealed that married female nurses with high level of job
satisfaction tend to report low level of W-FC. Unlike previous studies, the finding also indicates that there is no
significant relationship between the respondents’ job satisfaction and F-WC, which may be explained by the
specific cultural context in Iran. This study also established that high level of family satisfaction is associated
with low level of W-FC and F-WC. Implications are discussed and recommendations are made regarding future
researches in this area.
Keywords: Job satisfaction, Family satisfaction, Work- family conflict (W-FC), Family-work conflict (F-WC)
1. Introduction
For centuries, it was the men who worked to make money and women remained at home to raise the children and
fulfilled the household duties. Since World War II, there have been dramatic changes in the family and the
workforce, including an increase in the number of women working in the paid labor force and more dual career
couples (Abbott et al., 2005).
Participation of women in the workforce unavoidably resulted in remarkable changes in the families (Davidson
& Burke, 2004). According to Livingston and Judge (2008), increasing number of families in which both
husband and wife work likely creates even more important conflicts between work and family. Based on Pleck
(1977) and Rexroat and Shehan (1987), women who are employed have higher combined pressures from work
and family, and this may lead them to experience conflict between work and family demands.
In Iran participation of women in the workplace has increased over the years. Statistical Bureau of Iran, (2004)
reported that 79.5% of Iranians women were employed in 2004, as compared to statistics from 1956 to 1986
which showed that about 9% of women in Iran were employed (Moayedi, 1994). Although women are working
out of the home in Iran today, the structure of traditional way of thoughts about domestic works does not change
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much (Rastegarkhaled, 2004). Iranian women are solely responsible for domestic tasks, and they have to bear
pressures from both domestic home and work responsibilities (Karimi & Nouri, 2009). Rastegarkhaled (2004)
also noted that in recent decades Iranian women who already have a traditional role as housewives have to
assume additional responsibilities as an employee out of the home.
Nurses, like other female employees are faced with the demands of work and home responsibilities as their main
daily tasks. According to Ministry of Health, nurses in Iran are mainly women. As of 2009, it was reported that
79.5% of Iranian nurses are female (ISNA, 2009). Female nurses that work in a critical situation in hospitals
encounter higher conflict in their lives due to long hours of work per week, working overtime, high workloads,
time pressures, death and life situation of the patients, and stressful and demanding responsibilities
(Adibhajbagheri et al., 2004). Yildirim and Aycan, (2008) also mentioned that nursing is a female-dominated
profession practiced under demanding work conditions. Thus, examining work-family conflict in the nursing
context is important for both its theoretical and practical implications.
Working outside and inside the house has formed two of the most central domains in women’s life, each
containing its own duties and demands. According to Pleck (1977), work and family are two fundamental and
interdependent systems for dual-career live that inconsistency in any one system may consequently influence the
other one as well. These bidirectional influences of work and family can lead to two types of conflict, namely,
work- family conflict (W-FC), family-work conflict (F-WC).
The current study noted the role of family satisfaction and job satisfaction in two main areas of individuals’ lives,
work and family domains. Individual’s perception refers to extent of satisfaction with family life (Ahmad, 2005)
or/and how much individual like or dislike their job (Spector, 1997) and these two are very important aspects of
every individual’s lives. According to Hanson (1995), all parts of the system are interconnected, therefore
changes in anyone system will change all parts of system. On this background, it seems quite logical that the
change of feeling in one part (work or family) of the system, will impose influence throughout other parts of
system. Hence, the present study aimed to consider relationships between job satisfaction and family satisfaction
factors with W-FC and F-WC among married female nurses in shiraz-Iran as one of the developing country with
specific culture.
2. Job Satisfaction and W-FC and F-WC
Researchers have successfully demonstrated relationships between W-FC and F-WC and job satisfaction. For
instance, the study by Martins et al. (2002) on 976 managers indicated that work-family conflict has contributed
a negative significant influence on job satisfaction. Moreover, Namasivayam and Mount (2004) examined the
relationship between job satisfaction and W-FC and F-WC among employee of seven hotels in Hispanic. They
used the measure of single-item global measure. Results of the study demonstrated that when work roles
interfere with family roles and family interference with work roles, the individual’s job satisfaction is lower.
Moreover, according to research findings by Karimi (2008) work-to-family interference has significant and
negative effects on job satisfaction among 387 Iranian male and female employees. The results showed that, high
levels of work family interference are associated with low job satisfaction. In the study by Michael et al. (2004)
on employed workers at two time periods to assess relationships between W-FC, F-WC, well-being, and job and
family satisfaction, along with the role of social support from work colleagues and family members. The results
showed that job satisfaction of employed workers was significantly related to work-family conflict at the two
time periods. But, the research did not find significant relationship between job satisfaction and family-work
conflict at two time periods.
Ngah et al. (2009) conducted a study on the mediating effect of work-family conflict on the relationship between
locus of control and job satisfaction among 159 single mother employees. The results revealed that work-family
conflict is significantly related to job satisfaction. Single mothers with lower work-family conflict experienced
higher job satisfaction. This finding suggests that when single mother employees believe that they can control
the events that happen in their lives, they tend to be more satisfied with their jobs and experience less conflict
between work and family responsibilities.
Another research by Boles et al. (2001) reported that both work interference with family and family interference
with work were significantly related to job satisfaction in general. Results showed that increased levels of
work-family conflict and family-work conflict were negatively related to employee job satisfaction. The results
also suggested that work interference with family is a possible predictor of job satisfaction. Moreover, the
research study by Aryee et al. (1999) demonstrated that family-work conflict was negatively related to job
satisfaction among Chinese employed parents in dual-earner families. Another study by Howard et al. (2004)
investigates the relationship between W-FC with employee job satisfaction among police officers in a large
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south-eastern state in the USA. Results indicate that, when an employee is experiencing conflict between work
and family, satisfaction with the job in general and the actual work itself suffer the greatest declines.
Cohen and Liani (2009) examined work-family conflict among female employees in Israeli hospitals. The result
of this study found a strong significant relationship between work attitudes, particularly job satisfaction, and
W-FC. The results also show that higher level of job satisfaction is associated with lower levels of W-FC. This
study suggested that an effective way to reduce the W-FC is to create positive attitudes among employees
regarding their job and work setting.
The study by Ahmad (1996) examined the consequences of work-family conflict through path analytic
associations of work-family conflict, job satisfaction, family satisfaction and life satisfaction. Data were obtained
from 120 married female secretaries in the state of Selangor, Malaysia. Work-family conflict was shown to
significantly lead to lower job satisfaction as well as family satisfaction. The results of this study imply that
work-family conflict is an important concern for individuals and organizations alike because of its negative
consequences leading to reduce job satisfaction as well as family satisfaction and hence will reduce life
satisfaction.
According to previous studies, it appears that job satisfaction play a crucial role in W-FC and F-WC among
working women. However, based on Karimi (2008) most of these studies were conducted in Western countries
and only a few in a Middle Eastern countries, such as Iran (e.g. Karimi, 2008). In addition, the outcomes of the
investigations in developed countries are not necessarily applicable to the developing countries due to the
influence of cultural beliefs (Aryee, 1992;Grzywacz et al., 2007). Therefore, this research was conducted to
examine the relationships between job satisfaction with W-FC and F-WC among married female nurses in
shiraz-Iran as one of the developing country with specific culture.
3. Family satisfaction and W-FC and F-WC
W-FC and F-WC has also been related to family satisfaction. Family satisfaction refers to “extent to which an
individual is satisfied with family life” (Ahmad, 2005, p. 27). A few studies have reported that lower level of
family satisfaction have related to higher levels of W-FC and F-WC.
Michael et al. (2004) conducted a study on employed workers at two time periods to assess relationships
between work-family conflict, family-work conflict, well-being, and job and family satisfaction, along with the
role of social support from work colleagues and family members. The results showed that, the relationship
between work-family conflict and family-work conflict with well-being and satisfaction may be time-dependent.
Family satisfaction influenced W-FC at the first time of period while, family satisfaction influenced F-WC at the
both times of period. According to research findings by Ahmad (1996) among 120 married female secretaries in
the state of Selangor, Malaysia, work-family conflict was shown to significantly lead to lower family satisfaction.
The results of this study imply that W-FC reduced job satisfaction as well as family satisfaction and hence will
reduce life satisfaction.
Likewise, study by Aryee et al. (1999) examined the relationship between role stressors, interrole conflict, and
well-being and the moderating influences of spousal support and coping behaviors among 243 Hong Kong
Chinese employed parents in dual-earner families. The results revealed that both work-family conflict and
family-work conflict were negatively related to family satisfaction. In contrast, study by Karatepe and Baddar
(2006) was inconsistent with the finding of others and revealed that work-family conflict was not related to
family satisfaction among frontline employees in international five-star chain hotels in Jordan. While, Karatepe
and Baddar found that employees who are unable to resolve a number of problems associated with the conflict
between family and work domains report lower satisfaction with their family life.
Family researchers have rarely studied family satisfaction in great depth and W-FC and F-WC issues. One
reason for little attention of researcher may be that "family life" is not easily bounded. Unlike the domains of
standard of living, housing or education, evaluation of one's marriage or family life is more difficult, since there
are no general norms in these domains for objective comparison Campbell et al. (1976). Thus, the current study
investigated on, family satisfaction as an independent variable to assess its influence on W-FC and F-WC as the
dependent variables.
4. Methodology
The main objective of this study is to determine the relationship between job satisfaction and family satisfaction
with W-FC and F-WC, among married female nurses in Shiraz-Iran. The population of the study consists of N =
647 married female nurses in13 public hospitals in Shiraz. There were four criteria established for the selection
of the population of this research; firstly, married female nurses who work for public hospital; secondly, the
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married woman nurses who live together with their husbands; thirdly, nurses who have a minimum of 6 months
job experience and have at least one child.
The method of data collection used was self-administered questionnaire and the study is correlation in nature.
Respondents in this study were chosen randomly among name list of the total number of eligible nurses from
each 13 public hospitals in Shiraz. Determining of suitable sample size is very important since a large number of
samples may waste time, resources and money, while samples are too small may lead to incorrect results. The
accessible populations as sample size identified was n = 323 married female nurses that they were selected based
on almost half amount of sample in each hospital. Approximately 198 (61.30%) questionnaires were returned.
All instruments were originally in English language. Since, the current study was among Iranian nurses, and their
official language is Persian, it was necessary for the questionnaires to be translated into Persian language.
Accordingly, before the actual pilot study, the questionnaire was given to Persian expert to ensure that the
translation done was accurate and conveys the same meanings as found in the original English instruments. Then
the Persian translated questionnaire was again translated to original language. The translation and back
translation were conducted by separate translators. Then, the questionnaires in the Persian language were
distributed to 30 nurses who fulfill the study criteria. The main objective of this exercise was to identify
ambiguities in meaning, misunderstanding of terms, or other inadequacies in the questionnaire. Another
objective of the pilot study was to test for the reliability of the instruments. The Cronbach’s Alpha for most of
the measures was more than 0.70.
5. Measures
5.1 Work- Family Conflict and Family-Work Conflict
Work- family conflict (W-FC) and Family-work conflict (F-WC) Scale developed by Netemeyer et al. (1996)
which consisted of 10 items was used to measure W-FC and F-WC. Responses were obtained using a seven
point Likert type scale where 1=strongly disagree to 7=strongly agree. A sample item from this scale is “The
amount of time that my job takes up makes it difficult to fulfill family responsibilities”. The scale scores range
from 7 to 35 with high score indicating a high level of perceived W-FC and F-WC. The published reliability
estimates for this scale have been found to range from .88 to .89.The Cronbach’s Alpha estimate in the present
study for W-FC scale is .88 and for F-WC is .95.
5.2 Job Satisfaction
Job satisfaction was assessed by Overall Job Satisfaction Measure which is part of the Michigan organizational
questionnaire developed by Cammann et al. (1983). This measure has 3 items that indicate employees’
satisfaction with job. A sample item from this scale is “All in all I am satisfied with my job”. Responses were
made on a 7 point scale ranging from 1= strongly disagree to 7= strongly agree. The scale scores range for 3 to
21, with high score indicates that the respondents are very satisfied with their job while low score reflected lower
level of job satisfaction. Item 2 (in general, I don’t like my job) was reverse scored. This scale describes an
employee’s subjective response to working in his or her job organization. The authors report internal consistency
reliability for this scale with Cronbach’s Alpha of .77. The reliability Cronbach’s Alpha estimate in the current
study for this scale is .72.
5.3 Family Satisfaction
Family satisfaction was measured by Kansas Family Satisfaction Scale (SFLS) (Schumm et al., 1986). This
instrument has 4 items. Only 3 items was used to measure Family satisfaction. A sample item from this scale is
“How satisfied are you with your family life”. Responses were made on a 7 point scale from 1= extremely
dissatisfied to 7= extremely satisfied. The scale scores range for 3 to 21, with high score means higher level of
family satisfaction while low score reflects lower level of family satisfaction. The published reliability
Cronbach’s Alpha of this scale was reported from .79 to .83. The reliability Cronbach’s Alpha estimate in the
present study for this scale is .74.
6. Results of the Study
Table 1 presents descriptive data, which includes mean, standard deviations, minimum and maximum scores and
categories of scores for all variables of the study. The respondents’ age ranged from 23 years old to 59
(mean=36.50, standard deviation=7.15). Most of the participants (56.1%) are below 36.50 years old. More than
half of the respondents (56.1%) have been married for less than 11.68 years. Number of children of respondents
was between one to five children and 51.5% of respondents have one child. Moreover, more than half of the
respondents (56.6%) have less than 12.49 years job experience.
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The first question examines the relationship between job satisfaction and W-FC and F-WC. The results
demonstrated that there was a significant negative relationship between the respondents’ job satisfaction with
W-FC (r = -.142, p.05). It means that respondents who have high level of job satisfaction are associated with
low level of W-FC. However, the results also showed that there was no significant relationship between the
respondents’ job satisfaction and F-WC (r = -.056, p> .05).
The second question examined the extent of relationships between family satisfaction and W-FC and F-WC. The
finding from Pearson Correlation analyses showed a significant negative relationship between the respondents’
family satisfaction and W-FC (r = -.149, p.05) and F-WC (r = -.167, p .05). The findings indicate that higher
level of family satisfaction is associated with lower level of W-FC and F-WC.
7. Discussion and Implications
This study aims to determine the influence of job satisfaction and family satisfaction on W-FC and F-WC among
married female nurses in public hospitals in Shiraz-Iran. The current research established that the respondents
with higher level of job satisfaction experienced lower level of W-FC. The findings are in consistency with
finding of past studies byNamasivayam and Mount (2004), Michael et al. (2004), Martins et al. (2002), Howard
et al. (2004), Boles et al. (2001), Karimi (2008), Ngah et al. (2009) and Cohen and Liani (2009) which have
successfully recognized that when work roles interfere with family roles, the individual’s job satisfaction is
lower. Considering the available evidence, it appears that job satisfaction as work factor, has consistently been
shown to be the most significant antecedent of conflict in family domain. Based on this finding, it would be
interesting to elucidate that change in attitudes in work, will influence family.
However, the finding indicates that there was no significant relationship between the respondents’ job
satisfaction and F-WC. This direction of relationship is consistent with finding of past study by Michael et al.
(2004) illustrated no significant relationship between job satisfaction and F-WC at two time periods of assess in
a longitudinal study in 23 large organizations in New Zealand. In contrast, Aryee et al. (1999) noted that F-WC
was negatively related to job satisfaction and among a sample of Hong Kong Chinese employed parents in
dual-earner families. Namasivayam and Mount (2004) also indicate that families to work conflict issues were
related to a higher job satisfaction among employee of seven hotels in Hispanic. Likewise, Howard et al. (2004)
demonstrated that conflict between family activities and work negatively affects satisfaction with work among
police officers in the USA. Furthermore, finding by Boles et al. (2001) demonstrated that job satisfaction is
significantly related to F-WC among parole officers in a large southeastern state in the USA. The results are
opposite of many previous studies conducted in Western countries. The differences may be due to culture and
reasons for engaging in certain job. In Iran, due to economic difficulties, having the job may be more important
for women rather than satisfaction with the job. Therefore, job satisfaction may not have significant role in
F-WC.
The Pearson Correlation analyses indicate that higher level of family satisfaction is associated with lower level
of W-FC. This direction of relationship is consistent with finding of past studies by Ahmad (1996), Rice et al.
(1992), Netemeyer et al. (1996), Aryee et al. (1999) and Michael et al. (2004) which implied that work-family
conflict is an important concern for individuals and organizations alike because high work-family conflict
leading to reduced family satisfaction.
The finding also indicates that nurses with higher level of family satisfaction experienced lower level of F-WC.
This direction of relationship is consistent with finding of past studies by Aryee et al. (1999), Michael et al.
(2004), Karatepe and Baddar (2006), which emphasized that employees who are unable to resolve a number of
problems associated with the conflict between family and work domains report lower satisfaction with their
family life. Considering the available evidence, despite there exists no general norms in evaluation of one's
marriage or attitudes toward family life but family satisfaction as family factor, has mostly been shown to be the
most significant antecedent of conflict in work domain. Based on these findings, it would be interesting to
elucidate that change of feeling in one part of the system, will impose influence throughout other parts of system.
Consequently, in order to reduce W-FC and F-WC, the issue of increasing family satisfaction must be addressed.
As previous studies have revealed, this study supports that greater job satisfaction is linked to decrease in level
of W-FC. Thus, work support policies such as flexible work schedules, and instrumental support such as child
care and elder care services, fringe benefits, and emotional support like free expression of personal problems to
their supervisor or co-worker can be beneficial for increasing job satisfaction and consequently reducing the
conflict between work and family domains.
According to the findings of this study, increasing family satisfaction can reduce W-FC and F-WC. Hence,
family support policies such as adopting more egalitarian gender attitudes, sharing the housework chores and
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having flexibility in roles at home might allow working women to feel a sense of belonging and closeness to
family member and also change some rigid rule in family domains such as traditional thinking (e.g. priority to do
the family responsibilities only by women), consequently balancing their work and family system.
8. Conclusion and Recommendations for Future Study
In conclusion, considering the available evidences, it can be established that W-FC among married female nurses
in this study are related with job satisfaction and family satisfaction. Surprisingly, F-WC is not related to the job
satisfaction. However, it is related to family satisfaction. Largely, the findings were supported by relevant
literature and also were consistent with the literature of previous researches in developed countries.
There are several recommendations and limitations that have been identified throughout this study that may
direct future studies. Primarily, having a low response rate and relying on one city for data collection limit the
generalizability of the findings. Also, findings cannot be attributed to nurses of private hospitals. Accordingly,
the results are not generalizable to the entire nurse population in Shiraz. In addition, this study was conducted
only on female nurses. Assessing the variables of the model across gender would contribute to the
generalizability of the results. This study also needs to be replicated with a more heterogeneous population such
as other ethnic groups, religions, occupational variations and different cultural values. More studies of this nature
should be conducted especially among women in Middle Eastern countries. This study used a self-report
measure for data collection. Hence, using combined methods of data collection may strengthen future researches.
Finally, this study also provides an important context for future research by using alternative measures to
examine job satisfaction in terms of pattern of attitudes a person holds regarding various facets of the job such as
coworkers, fringe benefits, job conditions, nature of the work itself, policies and procedures, pay, and
supervision.
References
Abbott, P., Wallace, C., & Tyler, M. (2005). An introduction to sociology: Feminist perspectives. London:
Routledge.
Adibhajbagheri, M., Salsali, M., & Ahmadi, F. (2004). Qualitative research on the concept of professional
nursing competencies. Feyz Journal of Kashan University of Medical Sciences, 29, 9-19.
Ahmad, A. (1996). Associations of work-family conflict, job satisfaction, family satisfaction and life satisfaction:
a study ofmarried female secretaries. Pertanika j. Soc. & Hum, 2(4), 101-108.
Ahmad, A. (2005). The interface of work and family roles: a quest for balanced lives. Malaysia: University Putra
Malaysia.
Aryee, S., Luk, V., Leung, A., & Lo, S. (1999). Role stressors, interrole conflict, and well-being: The moderating
influence of spousal support and coping behaviors among employed parents in Hong Kong. Journal of
Vocational Behavior, 54(2), 259-278.
Boles, J. S., Howard, W. G., & Donofrio, H. H. (2001). An investigation into the inter-relationships of
work-family conflict, family-work conflict and work satisfaction. Journal of Managerial Issues, 13(3), 376-390.
Cammann, C., Fichman, M., Jenkins, D., & Klesh, J. (1983). Assessing the attitudes and perceptions of
organizational members. New York: Wiley.
Campbell, A., Converse, P. E., & Rodgers, W. L. (1976). The quality of American life: Perceptions, evaluations,
and satisfactions. US: Russell Sage Foundation.
Cohen, A., & Liani, E. (2009). Work-family conflict among female employees in Israeli hospitals. Personnel
Review, 38(2), 124-141.
Davidson, M. J., & Burke, R. J. (2004). Women in Management Worldwide: Progress and Prospects. UK:
Ashgate.
Hanson. (1995). General systems theory beginning with wholes. Washington, D.C: Taylor & Francis.
Howard, W. G., Donofrio, H. H., & Boles, J. S. (2004). Inter-domain work-family, family-work conflict and
police work satisfaction. Policing: An International Journal of Police Strategies & Management, 27(3), 380-395.
ISNA. (2009). Department of Health Nursing Office News. [Online] Avaible: http://modirnurse.blogfa.com/.
Karatepe, O. M., & Baddar, L. (2006). An empirical study of the selected consequences of frontline employees’
work–family conflict and family–work conflict. Tourism Management, 27(5), 1017-1028.

Published by Canadian Center of Science and Education

93

www.ccsenet.org/ass

Asian Social Science

Vol. 7, No. 2; February 2011

Karimi, L. (2008). Do Female and Male Employees in Iran Experience Similar Work-Family Interference, Job,
and Life Satisfaction? Journal of Family Issues, 30(1), 124-142.
Karimi, L., & Nouri, A. (2009). Do work demands and resources predict work-to-family conflict and facilitation?
A study of Iranian male employees. Journal of Family and Economic Issues, 30(2), 193-202.
Livingston, B. A., & Judge, T. A. (2008). Emotional responses to work-family conflict: An examination of
gender role orientation among working men and women. Journal of Applied Psychology, 93(1), 207-215.
Martins, L. L., Eddleston, K. A., & Veiga, J. F. (2002). Moderators of the relationship between work-family
conflict and career satisfaction. Academy of Management Journal, 45(2), 399-409.
Michael, P. O. D., Brough, P., & Kalliath, T. J. (2004). Work/family conflict, psychological well-being,
satisfaction and social support: a longitudinal study in New Zealand. Equal Opportunities International, 23(1/2),
36 - 56.
Moayedi, M. (1994). Statistical Glance at Women's Employment
http://www.parstimes.com/women/glance_womens_employment.html.

in

Iran.

[Online]

Avaible:

Namasivayam, K., & Mount, D. J. (2004). The relationship of work-family conflicts and family-work conflict to
job satisfaction. Journal of Hospitality & Tourism Research, 28(2), 242-250.
Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work-family conflict
and family-work conflict scales. Journal of Applied Psychology, 81(4), 400-410.
Ngah, N., Ahmad, A., & Baba, M. (2009). The Mediating Effect of Work-Family Conflict on the Relationship
Between Locus of Control and Job Satisfaction. Journal of Social Sciences, 5 (4), 348-354.
Pleck, J. H. (1977). The work-family role system. Social Problems, 24(4), 417-427.
Rastegarkhaled, A. (2004). The investigate relationship between work and family conflict and social factors.
Daneshvar Medical Journal, 11(4), 35-48.
Rexroat, C., & Shehan, C. (1987). The family life cycle and spouses' time in housework. Journal of Marriage
and the Family. 49(4), 737-750.
Rice, R. W., Frone, M. R., & McFarlin, D. B. (1992). Work-nonwork conflict and the perceived quality of life.
Journal of Organizational Behavior, 13(2), 155-168.
Schumm, W. R., Paff-Bergen, L. A., Hatch, R. C., Obiorah, F. C., Copeland, J. M., Meens, L. D., et al. (1986).
Concurrent and discriminant validity of the Kansas Marital Satisfaction Scale. Journal of Marriage and the
Family, 48(2), 381-387.
Spector, P. E. (1997). Job satisfaction: Application, assessment, cause, and consequences. USA: Sage Pubns.
Statistical Bureau of Iran. (2004). Census 2004. [Online] Available: http://www.sci.org.ir/ persia/index.htm
(August 2, 2005).













94

ISSN 1911-2017

E-ISSN 1911-2025

www.ccsenet.org/ass

Asian Social Science

Vol. 7, No. 2; February 2011

Table 1. Distribution and means and standard deviations of variables
Variables

n

%

Age (Years)
Younger age ( 36.50)

111

56.1

Older age ( 36.50)

87

43.9

Job Experience (Number of years work)
Lower Job Experience ( 12.49)

112

56.6

Higher Job Experience ( 12.49)

86

43.4

Duration of Marriage
Short duration (11.68)

111

56.1

Long duration ( 11.68)

87

43.9

Work-family conflict (W-FC)
Low level of WFC ( 15)

24

12.1

Moderate level of WFC (16-25)

85

42.9

High level of WFC ( 26)

89

44.9

Min

Max

Mean

SD

23

59

36.50

7.15

1

30

12.49

6.86

1.90

40

11.68

7.55

8.00

35.00

24.36

5.00

35.00

17.45

6.51

7.89

Family-Work conflict (F-WC)
Low level of WFC ( 15)

95

48.0

Moderate level of WFC (16-25)

64

32.3

High level of WFC ( 26)

39

19.7
3.00

Job satisfaction
19

9.6

Moderate job satisfaction (10-15)

79

39.9

High job satisfaction ( 16)

100

50.5

Low job satisfaction ( 9)

21.00

14.98

3.98

21.00

17.99

3.22

Family satisfaction
7.00
Low family satisfaction ( 9)

6

3.0

Moderate family satisfaction(10-15)

23

11.6

High family satisfaction( 16)

169

85.4
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