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ABSTRACT 

The multi-group analysis based on the Structural Equation Modelling (SEM) was used to 

test the moderation effects of gender in the relationships between Work Family Conflict (W to 

FC) and Job Satisfaction (JS)/Family Work Conflict (F to WC) and Job Satisfaction (JS). Using 

convenience sampling technique, data was collected from 273 respondents who work as 

academicians in private universities in Bangladesh. The finding of this research is that gender 

doesn’t moderate the relationships between W to FC and JS/F to WC and JS. This study has 

added value to the Human Resource Management and Organizational Behaviour literature by 

determining the circumstances that influence both directions of W-FC on job satisfaction.  

Keywords: Academicians, Family Work Conflict, Job Satisfaction, Private Universities and 

Work Family Conflict. 

INTRODUCTION 

In Bangladesh, with compare to the public universities, the fundamental objective for 

establishing the private universities was to create more opportunities for the attainment of higher 

education. In addition, a number of fresh graduates with good qualifications have on yearly 

basis, engaged themselves as academicians of different private universities in Bangladesh 

(Rahman & Chowdhury, 2012). However, the private universities have been experiencing major 

changes in work practices of the academics in terms of efforts and time, hence, the teaching 

profession has become more challenging with the continuous and increasing institutional 

demands, accountability and work pressures (Fang et al., 2011). The work intensification of an 

academician (50-60 hrs) has become the norm/customs in many private universities and teachers 

are not satisfied regarding their job (Rahman et al., 2018). W-FC refers to the role conflict in 

work and family domains which is involved when the stress from the latter cannot be 

accommodated by individuals (Greenhau & Beutell, 1985). According to Locke (1969), the 

extent to which an employee’s desires and expectations from the job are matched against what 

he/she actually receives from the job is Job Satisfaction (JS). As a result of dissatisfaction 

derived from conflicts, the desires to become an academician by fresh graduates are declining 
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due to students being deprived of quality education (Rahman et al., 2018). In spite of the studies 

embarked upon in the past to evaluate the influence of W-FC on JS with respect to various 

professionals such as social workers, hospitality staffs, computer experts etc., the effect is yet to 

be significantly identified as far as different persons and organisational outcomes among the 

academicians of private universities are concerned in Bangladesh (Grandey et al., 2005). On a 

further note, efforts made so far in this area of research had centered on evaluating the key 

impacts with less focus on the moderating variables effects, even though, the latter through 

various research work have shown that the results are not consistent, despite their inclusion 

(Boles et al., 2003). Consequently, many researchers are of the opinion that critical examination 

has to be evolved in terms of the gender moderating effects on the relationships between W-FC 

and JS (Kafetsios, 2007). Thus, the objective of this research is to test the moderating effects of 

gender in the relationships between W to FC and JS/F to WC and JS. 

RESEARCH FRAMEWORK AND HYPOTHESES DEVELOPMENT 

 

 

  

 

 
 

FIGURE 1 

RESEARCH FRAMEWORK 

The results of the past study shown how W to FC and JS are negatively associated 

(Bartram et al., 2009; Beutell, 2010). A meta-analysis test by Michel et al. (2009) on W-FC 

models show that a negative relationship exists between W to FC and job satisfaction. 

Concurrently, several researches (Rahman et al., 2018; Casper et al., 2011) examined the 

associated consequences of F to WC and the result is that job dissatisfaction is one of the 

consequences of family/work conflict. Based on the findings above, the following hypotheses are 

formulated: 

H1: W to FC has negative effect on JS. 

H2: F to WC has negative effect on JS. 

Ford et al. (2007) suggested that the relationship among W to FC, F to WC and JS can be 

moderated by gender. In a like manner, the effect size of W to FC on JS may also be moderated 

by differences in gender. Hence, the degree of the relationships among W to FC, F to WC and JS 

may be moderated by the responsibility of each gender. Nonetheless, Noor (2004) conducted a 

study, and the findings showed that gender does not significantly moderate the relationships 

between W-FC and JS. This affirms the inconsistency in the result obtained by Ford et al. (2007). 

In relation to the above literatures, the following hypotheses are suggested as below: 

              H3: Gender moderates the relationships between W to FC and JS. 

W to FC 
Gender  

Job Satisfaction 
F to WC 
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H4: Gender moderates the relationships between F to WC and JS. 

METHODOLOGY 

In this study, W to FC and F to WC are endogenous variables and JS is the exogenous 

variable while gender acts as a moderating variable. Convenience sampling method was adopted 

with 290 filled up questionnaires successfully returned. However, 17 filled up questionnaires 

were discarded because of either inconsistent information or missing data (09) and outliers (08). 

Finally, the sample size used consisted of 273 academicians. The demographic information 

revealed that 76% of the respondents were male while 24% were female. Among them, 91% 

were married with the rest unmarried. Majority (56%) of the respondents were more than 35 

years and in terms of job experience, 57% of respondents have 1- 10 years job experience. 37% 

of respondents stay with their parents while 73% live in a nuclear family. Using AMOS and 

SPSS software, data analysis was carried out. In the first instance, the descriptive statistics 

including mean, Standard Deviation (SD), reliability, and correlation analysis were determined 

using SPSS (Table 1). Subsequently, multi-group analysis was adopted to test the moderation 

effects. However, the measurement and structural models were found good fit because both of 

the models have shown the values of χ
2
/df=1.234, RMSEA=0.029, CFI=0.989, GFI=0.964 and 

AGFI=0.944.  

RESULTS AND FINDINGS 

Table 1 

MEASURES OF RELIABILITY AND VALIDITY, DESCRIPTIVE AND CORRELATION ANALYSIS 
 CR AVE RMSEA GFI AGFI CFI X

2
/df Mean SD JS WFC FWC 

JS 0.805 0.47 0.059 0.980 0.944 0.997 1.44 3.59 0.51 1   

WFC 0.821 0.50 0.036 0.986 0.941 0.986 1.32 2.97 0.66 -0.339
**

 1  

FWC 0.831 0.51 0.054 0.943 0.923 0.941 1.66 2.58 0.58 -0.193
**

 0.599
**

 1 

Table 1 shows that the mean value of JS (m=3.59, SD= ± 0.51) of the academicians of 

private universities in Bangladesh is high and the mean value of WFC (m=2.97, SD= ± 0.66) and 

FWC (m=2.58, SD= ± 0.58 were in moderate level. Correlation analysis showed that both W to 

FC (r= -0.339, p<0.00) and F to WC (r= -0.193, p<0.00) have negative relationships with JS.  

Table 2 

RESULT OF THE EFFECT OF W TO FC ON JS/F TO WC ON JS 

   Estimate S.E. C.R. P 

JS <--- FWC -0.08 0.088 -1.05 0.290 

JS <--- WFC -0.30 0.081 -3.63 0.000 

Table 2 indicates the direct effects of W to FC, F to WC and JS. Overall, W to FC and F 

to WC explained 11% variance in JS (R
2
=0.11). Specifically, the results indicated that only W to 

FC has significant negative effect on JS (β= -0.30, p<0.000), thus, H1 is accepted but, F to WC 

did not find any significant negative effect on JS (β= -0.08, p<0.290) thus H2 is rejected.  
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Table 3 

MODERATING EFFECTS OF GENDER ON THE RELATIONSHIPS AMONG W TO FC/F TO WC 

AND JS 

 W to FC F to WC 

Models CMIN P CMIN/DF CMIN P CMIN/DF 

Unconstrained 31.412 0.766 0.827 56.572 0.127 1.489 

Measurement residuals 49.896 0.669 0.907 82.753 0.119 1.505 

In AMOS, the first step is to test the moderation effect on the overall W-FC-JS model. 

From the moderation table (W to FC-JS), it is seen that the chi-square (X
2
) value (31.412, 

56.572) of unconstrained model is smaller than measurement residual model (49.896, 82.753) 

but, both of the models are not significant P>0.05. So, it can be said, that gender does not have 

moderating effects on the relationships among W to FC, F to WC and JS. Thus, H3 and H4 are 

rejected.  

DISCUSSIONS 

In relation to the research framework and objective, four hypotheses were formulated, 

thus the results are discussed. This research showed that W to FC has significant negative effect 

on JS which is consistent with earlier studies by Buonocore & Russo (2013), Burke et al. (2013) 

and Huffman et al. (2014) who reported that high level of W to FC conflict is the cause of low 

JS. The second finding of this research showed that, there is a significant negative relationship 

between F to WC and JS but F to WC has no significant negative effect on JS. The possible 

explanation for this inconsistent finding is that less attention is on the multidimensional nature of 

W-FC (Rahman et al., 2017; Anafarta, 2011; Casper et al., 2011). However, based on the earlier 

studies, we proposed that the gender may moderate the relationships among W to FC, F to WC 

and JS. From the previous findings of many researchers it was found that gender may moderate 

the relationships among W to FC, F to WC and JS (Lilly et al., 2006). But, in this research, it was 

found that the gender (male and female) does not moderate the relationships between both of W 

to FC/F to WC and JS which violates the rules in the role theory and gender role theory. Though, 

we found an inconsistent result which is similar to the findings of (Noor, 2004). The possible 

explanation for this situation is that due to the need for job retention by both men and women 

there has been an increase in W-FC in Bangladesh with the resultant effect of gender moderation 

not being effective. 

CONTRIBUTIONS AND CONCLUSION 

This current research has added value to the knowledge base with particular reference to 

W-FC by investigating the relationships between both of the directions of W-FC and JS among 

academicians of private universities in an emerging nation like Bangladesh with the result that W 

to FC and F to WC are significantly related to JS and gender does not moderate their 

relationships. In addition, working as an academician in a private university is very challenging 

and as an academician of a private university one has to face a variety of difficulties. Since, W-

FC has a lot of setbacks for workers and their employers, it is important for researchers and 
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corporate leaders to get familiar with the nature of W-FC and its effects on not only the 

employees but also their establishments, in different professions and beliefs. This new 

orientation may be helpful to other various decision makers in other entities to the extent that 

necessary actions can be taken in order to reduce the W-FC and the associated negative 

drawbacks. 

LIMITATIONS AND AREAS FOR FURTHER STUDIES 

Despite the relevance of this study in making for an important understanding of W-FC 

and job satisfaction and contributing value in relation to the knowledge base in the field of work-

family issues, there are still some significant questions in terms of what future studies should be 

concerned with. In the first instance, this study only focused on the private universities in 

Bangladesh. Hence, the outcomes should not be generously applied to other sectors due to the 

organizational dynamics that are available there. Furthermore, this study has only identified with 

the moderating role of gender on the relationships among W-FC and job satisfaction. Therefore, 

future studies need to address other potential moderators that are significant to the Bangladeshi 

environment with special reference to moderators like work family supports, leadership style, 

and personality. 

REFERENCES 

Anafarta, N. (2011). The relationship between work–family conflict and job satisfaction: A structural equation 

 modelling (SEM) approach. International Journal of Business and Management, 6(4), 168-177. 

Bartram, D. J., Yadegarfar, G., & Baldwin, D. S. (2009). Psychosocial working conditions and work-related 

stressors among UK veterinary surgeons. Occupational medicine, 59(5), 334-341. 

Beutell, N. J. (2010). Work schedule, work schedule control and satisfaction in relation to work-family conflict, 

 work-family synergy, and domain satisfaction. Career Development International, 15(5), 501-518. 

Boles, J. S., Wood, J. A., & Johnson, J. (2003). Interrelationships of role conflict, role ambiguity, and work-family 

conflict with different facets of job satisfaction and the moderating effects of gender. Journal of Personal 

Selling & Sales Management, 23(2), 99-113. 

Buonocore, F., & Russo, M. (2013). Reducing the effects of work-family conflict on job satisfaction: The kind of 

 commitment matters. Human Resource Management Journal, 23(1), 91-108. 

Burke, R. (2013). Project management: Planning and control techniques. New Jersey, USA.  

Casper, W. J., Harris, C., Taylor-Bianco, A., & Wayne, J. H. (2011). Work-family conflict, perceived 

 supervisor support and organizational commitment among Brazilian professionals. Journal of 

 Vocational Behavior, 79(3), 640-652. 

Fang, M., Nastiti, T., & Chen, C.H.V. (2011). The tug of work and family: A study of the sources of the work family 

 conflict among Indonesian lecturers. International Journal of Management and Enterprise 

 Development, 11(2-4), 127-141. 

Ford, M. T., Heinen, B. A., & Langkamer, K. L. (2007). Work and family satisfaction  and conflict: A meta-

 analysis of cross-domain relations. Journal of Applied Psychology, 92(1), 57-80. 

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work  family conflict: Testing a 

 model of the work family interface. Journal of Applied Psychology, 77(1), 65-78.  

Grandey, A. A., Cordeiro, B. L., & Crouter, A. C. (2005). A longitudinal and multi‐source test of the work–family 

conflict and job satisfaction relationship. Journal of occupational and Organizational Psychology, 78(3), 

305-323.  

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family  roles. Academy of 

 management review, 10(1), 76-88. 



 

Academy of Strategic Management Journal                                                                                                    Volume 17, Issue 5, 2018 

 

                                                                                                  6                                                                         1939-6104-17-5-270    

 

Huffman, A. H., Casper, W. J., & Payne, S. C. (2014). How does spouse career support relate to employee 

 turnover? Work interfering with family and job satisfaction as mediators. Journal of Organizational 

 Behaviour, 35(2), 194-212. 

Kafetsios, K. (2007). Work-family conflict and its relationship with job satisfaction and psychological distress: The 

 role of affect at work and gender. Hellenic Journal of Psychology, 4(1), 15-35. 

Lilly, J.D., Duffy, J.A., & Virick, M. (2006). A gender-sensitive study of McClelland's needs, stress, and turnover 

 intent with work-family conflict. Women in Management Review, 21(8), 662-680. 

Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human Performance, 4(4), 309-336. 

Michel, J. S., Mitchelson, J. K., Kotrba, L. M., LeBreton, J. M., & Baltes, B. B. (2009).  A comparative test of 

 work-family conflict models and critical examination of work-family linkages. Journal of Vocational 

 Behavior, 74(2), 199-218. 

Noor, N.M. (2004). Work-family conflict, work-and family-role salience, and women's well- being. The Journal of 

 Social Psychology, 144(4), 389-406. 

Rahman. M. M., & Chowdhruy, S. (2012). Job satisfaction and teachers’ turnover: a study on private 

 universities in Bangladesh. Bangladesh Research Publications Journal, 7(2), 142-152. 

Rahman, M.M., Uddin, M.J., Abdul, M., Mansor, Z. D, Ali, N.A., Khairdddin, I. S., Samuel, A.B., & Rahaman, 

M.S. (2017). Factors of work-family balance and its outcomes: A synthesis  of literature review. Journal of 

 Advanced Research in Business and Management Studies, 8(1), 1-9. 

Rahman, M.M., Abdul, M., Mansor, Z. D., Ali, N.A., Samuel, A.B., Uddin, M.J., Ogiri, I., & Rahaman, M.S. 

 (2018). Effect of Work-Family Conflict on Job Satisfaction of Academicians of Private Universities in 

 Bangladesh: A Structural Equation Modeling Approach. Journal of Advanced Research in Social and 

 Behavioral Sciences, 10(1), 1-8. 


