WORK FAMILY CONFLICT AND JOB SATISFACTION OF FEMALE LECTURERS: THE ROLE OF SELF-EFFICACY IN HIGHER EDUCATION HUMAN RESOURCE MANAGEMENT

Hariza Hasyim1, Yanti Ernalia2, Aras Aira3
Universitas Islam Sultan Syarif Kasim Riau
hariza.hasyim@uin-suska.ac.id(08127666162)

Abstract
This study examines the impact of work–family conflict on female lecturers’ job satisfaction, with self-efficacy considered as a mediating variable, from the perspective of Human Resource Management (HRM) in higher education. A quantitative survey was conducted involving 64 married female lecturers with permanent status at UIN Sultan Syarif Kasim Riau, selected through purposive sampling. Data were analyzed using multiple linear regression and path analysis with SPSS software.The findings reveal that work–family conflict significantly and negatively influences both self-efficacy and job satisfaction, while self-efficacy positively affects job satisfaction. However, self-efficacy was not confirmed as a mediating variable between work–family conflict and job satisfaction. These results highlight the importance of gender-responsive HRM policies in higher education, particularly in workload regulation, organizational support, and psychological capacity-building for female lecturers. Such measures are crucial to enhance job satisfaction and sustain the implementation of the Tri Dharma of higher education.
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Abstrak 
Penelitian ini bertujuan menganalisis pengaruh konflik peran ganda terhadap kepuasan kerja dosen perempuan dengan efikasi diri sebagai variabel mediasi dalam perspektif Manajemen Sumber Daya Manusia (MSDM) di Perguruan Tinggi. Dengan menggunakan pendekatan kuantitatif dengan metode survei, responden sebanyak 64 orang dosen perempuan dengan status dosen tetap, telah menikah di UIN Sultan Syarif Kasim Riau. Sampel dilambil melalui teknik purposive sampling. analisis data dilakukan menggunakan regresi linear berganda dan path analysis dengan bantuan spss. Dari hasil  penelitian diperoleh bahwa konflik peran ganda berpengaruh negatif dan signifikan terhadap efikasi diri dan kepuasan kerja, sementara efikasi diri berpengaruh positif dan signifikan terhadap kepuasan kerja. Namun efikasi diri tidak terbukti mampu menjadi variabel mediasi  antara konflik peran ganda dan kepuasan kerja. Dari temuan ini menegaskan pentingnya kebijakan MSDM perguruan tinggi, khususnya dalam pengelolaan beban kerja, dukungan organisasi, dan penguatan kapasitas psikologis dosen perempuan guna meningkatkan kepuasan kerja dan  keberlanjutan kinerja tridharma perguruan tinggi
Kata Kunci: Konflik Peran Ganda, Efikasi diri, Kepuasan Kerja, manajemen sumberdaya manusia, Dosen Perempuan


INTRODUCTION
[bookmark: _Hlk219278627]Women’s participation in the workforce is driven not only by economic needs but also by aspirations for self-actualization and professional achievement. Although traditionally men are viewed as the primary breadwinners, many women pursue careers outside the home, balancing domestic responsibilities with professional roles. The expansion of higher education opportunities and gender equality initiatives has further encouraged women to enter academic professions.
Over the past two decades, the increase in female participation in academic professions has become a global phenomenon, in line with the expansion of access Over the past two decades, the growing presence of female lecturers has become a global trend. Yet, international studies indicate that this increase does not always translate into improved well-being or job satisfaction (Kinman & Jones, 2008; Sabharwal & Corley, 2009). Married female lecturers, in particular, face more complex challenges than their male counterparts due to the simultaneous demands of family and professional responsibilities.
[bookmark: _Hlk219278647]Basically, women with higher education in achieving their desired career can be in line with family. The dual role of working women is two roles that are carried out simultaneously, namely the role of a housewife and as a working woman (Saeroso, 2008). Working husband and wife will improve family welfare, but women who work outside the home and are also housewives cannot avoid the impact of dual roles, namely, a lot of energy is taken up by work so that physical fatigue affects psychological conditions, including easily emotional reactions that are easily angered which have an impact on the calm atmosphere of the family. (Guanraso, Singgih 1991)
Increasing work demands and responsibilities will impact personal lives and make it difficult for women to fulfill their responsibilities at home. Women in the workforce are under greater pressure and require flexibility in completing their work. Although men and women share the workload to meet the needs of life, women bear a greater burden in terms of family expectations, household management, childrearing, and caring for the elderly. This makes it more challenging for women to balance their personal and professional lives at work.
[bookmark: _Hlk219278692]Work–family conflict arises when the demands of professional duties interfere with family obligations, or vice versa, creating tension between the two roles (Greenhaus & Beutell, 1985). Previous research shows that women tend to experience higher levels of work–family conflict compared to men, as family responsibilities are often perceived as their primary obligation (Apperson, 2002). This dual burden can affect family dynamics, psychological well-being, and ultimately job satisfaction.
Basically, conflict between work and family can occur in both women and men. Research by Apperson (2002) found differences in the level of work-family conflict between men and women, namely that women experience work-family conflict at a higher level than men. This is because women often view family as their primary obligation and should receive more attention than their work role. The tendency for women to work has many implications, including weakening family ties, increasing juvenile delinquency, and other implications. (Lisa and Hamidah, 2018).
Everyone who works, regardless of their type or status, has the primary goal of achieving satisfaction. With job satisfaction, a person will feel happy and love their work. Job satisfaction will arise when the rewards or appreciation received for doing the work align with what they believe they will achieve. The closer what is achieved to what someone expects, the higher their job satisfaction.
Factors that influence job satisfaction are social factors, physical factors, and psychological factors. Social factors are factors related to social interactions between workers and superiors. Physical factors are factors related to the physical conditions of the work environment and the physical condition of employees, including the type of work, work and rest time arrangements, work equipment, room conditions, and employee health. Psychological factors are factors related to employee psychology, including interest in peace of mind at work, attitudes towards work, talents, and skills. One psychological factor that influences job satisfaction is self-efficacy (Duane, 2011).
Self-efficacy reflects an individual's belief in their ability to perform a task at a certain level of performance. Bandura's research shows that someone with high self-efficacy will have a positive impact on almost all aspects of life. Self-efficacy also affects performance in the workplace. Employees with high self-efficacy are found to be more satisfied with their jobs, more motivated to perform better at work and in training programs than employees with low self-efficacy, according to Salas & Bower in (Duane and Sydney, 2011). Lecturer self-efficacy is also determined by the level of education they have taken. Lecturers who have completed doctoral education have better efficacy in the field of education than lecturers who have completed master's education. (Brian Hemming and Russel, 2019).
In the context of female lecturers, these professional demands often overlap with family responsibilities, giving rise to dual role conflict (work–family conflict). Recent research on university lecturers shows that work–family role conflict is more common among female lecturers than male lecturers, and this conflict negatively impacts job satisfaction and academic engagement.(Qiaolan & Man, 2023)
Based on the results of observations with lecturers at UIN Suska Riau, conducted by researchers that almost 90% of female permanent lecturers are married, meaning that female lecturers at UIN Suska Riau have a dual role, namely a wife and also as a mother or working wife. From casual conversations with fellow female lecturers, it is known that young female lecturers admit to having less satisfaction with their work, related to dual roles at home (domestic roles) and outside the home (professional work). However, there are also some female lecturers who have job satisfaction by balancing family and work. To further improve job satisfaction in female lecturers, it is necessary to pay attention to whether a female lecturer has self-efficacy and dual role conflict in their work.
Most previous research on work-family role conflict among lecturers has focused on its impact on work engagement, burnout, or work well-being, and has largely been conducted in developed countries or East Asia. However, research that simultaneously examines dual role conflict, self-efficacy, and job satisfaction among female lecturers using a quantitative approach is still limited, particularly in the context of Indonesian higher education institutions with distinct cultural characteristics and institutional demands.

Literature review
Extensive studies on work–family conflict consistently demonstrate its adverse impact on employees’ attitudes and behaviors. Conflicts between professional and domestic demands have been shown to reduce job satisfaction and organizational citizenship behavior, particularly in contexts where institutional support and decision-making autonomy are limited (Yu et al., 2018). Such findings reinforce the notion that role conflict is a strategic concern in human resource management, as it directly shapes the quality of employees’ work experiences.
Other research highlights that work–family conflict is also associated with diminished psychological well-being and lower levels of job satisfaction. For instance, a study published in BMC Psychology reported that work–family conflict negatively affects subjective happiness and work engagement, which in turn reduces job satisfaction (Yang et al., 2024). These results emphasize that role conflict influences not only structural aspects of work but also the psychological resilience of employees.
Beyond its direct relationship with job satisfaction, scholars have underscored the importance of individual psychological resources, particularly self-efficacy. Rahman et al. found that self-efficacy plays a significant role in coping with work–family conflict and maintaining work–life balance. Individuals with higher self-efficacy are better equipped to manage competing demands and sustain professional performance (Auliyah & Kawuryan, 2025). Similarly, studies on female employees confirm that greater conflict between career and family roles consistently lowers job satisfaction (Dwi Nova Nauli et al., 2025).
Work–family conflict has also been linked to disruptions in work–life balance, which is a critical determinant of job satisfaction. Research in the banking sector revealed that high levels of role conflict undermine work–life balance and negatively affect employees’ attitudes toward their jobs (Wazirman et al., 2022). Other studies further suggest that role conflict influences job satisfaction through psychological and motivational pathways, especially in occupations requiring flexibility (Sovya Melati & Rizkillah, 2022).It was also stated that if female lecturers adopt a more positive perception of their work and themselves and are able to balance work and family responsibilities, they will be more enthusiastic about their work, which will ultimately affect their job satisfaction and quality (Zulkarnaen, 2019).
Moreover, female lecturers who adopt positive perceptions of their work and successfully balance family responsibilities tend to demonstrate greater enthusiasm and higher job satisfaction, ultimately improving the quality of their academic contributions (Zulkarnaen, 2019). However, the increasing demands of academic publication—often described as the “publish or perish” principle—have intensified stress among lecturers, as the obligation to continuously produce scholarly work directly increases workload and psychological strain (De Rond & Miller, 2005). Likewise, digital transformation in higher education, while intended to enhance efficiency, has added complexity to lecturers’ tasks when not supported by adequate technological resources, thereby exacerbating work–family conflict (Bond et al., 2018).
Prolonged exposure to work–family conflict can deplete psychological resources, reduce self-efficacy, and diminish job satisfaction. For female lecturers, this dual burden is particularly challenging, as academic demands often clash with family responsibilities, leading to decreased energy, focus, and engagement in the Tri Dharma of higher education (Thao & Giang, 2019). Regression-based studies confirm that role conflict is significantly related to both job satisfaction and self-efficacy, with work–life balance serving as a predictor of individual satisfaction (Khadka & Khadka, 2023). Other findings also show that increased role conflict reduces psychological resources such as self-efficacy, which in turn lowers job satisfaction (Albrecht & Marty, 2024).
There is a relationship between dual role conflict, self-efficacy, and job satisfaction among university lecturers. Regression results indicate that role conflict is significantly related to job satisfaction and self-efficacy, and a moderate work-life balance is able to predict individual job satisfaction.(Khadka & Khadka, 2023).Other studies show that dual role conflict has a negative relationship with job satisfaction and is associated with a decrease in psychological resources such as self-efficacy, which ultimately decreases job satisfaction when the conflict increases. The results of research conducted by Wayan and Gede (2016) show a negative and significant influence between work-family conflict and job satisfaction, which means that the higher the work-family conflict, the lower the job satisfaction of employees.

RESEARCH HYPOTHESIS
Dual Role Conflict (Work–Family Conflict) and Self-Efficacy
From a human resource management perspective, work-family conflict is viewed as a job demand that can drain an individual's psychological resources. When work and family demands conflict, individuals can potentially experience psychological stress, which can lead to decreased confidence in their ability to complete work tasks. Self-efficacy, defined as an individual's belief in their abilities, is strongly influenced by supportive or inhibiting work conditions. Therefore, the greater the dual role conflict experienced by female lecturers, the lower their perceived level of self-efficacy.
H1:Dual role conflict has a negative effect on the self-efficacy of female lecturers.

Dual Role Conflict and Job Satisfaction
Job satisfaction is an important indicator in human resource management because it is related to an individual's positive attitude toward their work. Dual role conflict can decrease job satisfaction because individuals experience difficulty balancing work and family demands, thus affecting perceptions of work satisfaction and meaningfulness. In the context of female lecturers, high levels of role conflict have the potential to decrease job satisfaction and the overall quality of the work experience.
H2:Dual role conflict has a negative effect on the job satisfaction of female lecturers.
Self-Efficacy and Job Satisfaction
Self-efficacy is an important psychological resource in dealing with job demands. Individuals with high self-efficacy tend to have strong beliefs in completing tasks, managing work pressure, and maintaining a positive attitude toward their work. From an HR perspective, self-efficacy contributes to increased job satisfaction because individuals feel capable of managing job demands and achieving professional goals.
H3:Self-efficacy has a positive effect on the job satisfaction of female lecturers.

The Mediating Role of Self-Efficacy
Theoretically, self-efficacy has the potential to be a psychological mechanism explaining how dual role conflict affects job satisfaction. High levels of dual role conflict can lower self-efficacy, which in turn leads to decreased job satisfaction. Therefore, self-efficacy is assumed to act as an intervening variable in the relationship between dual role conflict and job satisfaction.
H4:Self-efficacy mediates the relationship between dual role conflict and job satisfaction of female lecturers.

[bookmark: _Hlk219279114]METHOD
This research is a quantitative study. Using primary data. Data were collected by distributing questionnaires to female lecturers at UIN Suska. The sampling method used was non-probability sampling using purposive sampling. Purposive sampling is a sampling technique based on certain criteria. The sample criteria required by the researcher were female lecturers with permanent lecturer status who had worked at UIN Suska with a minimum work period of 2 years and were married. With the predetermined sample criteria, a sample of 64 female lecturers was obtained.

RESULTS AND DISCUSSION
[bookmark: _Hlk218585529][bookmark: _Hlk219279163]Direct Effect: Dual Role Conflict on Self-Efficacy
Table 1 shows that dual role conflict has a significant negative effect on self-efficacy, as seen from the significance value of the hypothesis test (sig) of 0.001 < 0.05. This indicates that dual role conflict has a significant negative effect on self-efficacy, indicating that lower levels of dual role conflict will increase self-efficacy. Therefore, the hypothesis that dual role conflict has a significant negative effect on self-efficacy is accepted.
The interpretation of the proof of this hypothesis is that the increase in dual role conflict felt by respondents as a result of problems in the work environment and family has a direct impact on the decline in the level of optimism and self-confidence of female lecturers. This is because there is fear and worry, to act, because they are worried that the action will actually cause new problems so that this is an indication that the level of self-efficacy of respondents has decreased with the increase in dual role conflict.
			

Table 1.Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	29,580
	1,146
	
	25,808
	.000

	
	CONFLICT
	-.188
	.053
	-.415
	-3,587
	.001

	a. Dependent Variable: SELF-EFFICIENCY




The results of the study indicate that dual role conflict has a negative and significant effect on the self-efficacy of female lecturers. This is in line with Job Demands–Resources Theory, which states that high role demands can drain an individual's psychological resources, thereby reducing self-confidence in carrying out professional duties. Previous research has also found that role conflict is associated with decreased individual efficacy because excessive role pressure disrupts work-life balance (work rhythm & well-being) and impacts perceptions of self-efficacy.
	
Table 2. Model Summary

	

	Model
	R
	R Square
	Adjusted R Square
	Standard Error of the Estimate

	1
	.415a
	.172
	.159
	2,850

	a. Predictors: (Constant), KONFLIKPG



Table 2 shows that dual role conflict explains 17.2% of self-efficacy, while the remaining 82.8% is explained by other variables. The test results also show that an error value of 1 is obtained from the r-square calculation using the formula:
1 - r2 = 1-0.172 = 0.909. Based on these results, the following diagram is obtained:
e1=0.909
Self-Efficacy
Dual Role Conflict


                     	                      -.415(.001)

Figure 1. The Effect of Dual Role Conflict on Self-Efficacy

Direct Effect: Dual Role Conflict on Job Satisfaction
Table 3 shows that dual role conflict has been proven to have a direct, significant, negative effect on job satisfaction, as seen from the significance value of the hypothesis test (sig) of 0.022 < 0.05. This is an indicator that dual role conflict has a negative and significant effect on job satisfaction, so that the lower the value of dual role conflict, the more job satisfaction will increase. Thus, the hypothesis that states that dual role conflict has a significant negative effect on job satisfaction can be accepted. The interpretation of the proof of this hypothesis is that the dual role conflict felt by respondents as a result of problems in the work and family environment has a direct impact on the level of optimism and self-confidence of respondents, instead causing new problems, so this is an indication that the level of job satisfaction of respondents has decreased.
	Table 3. Coefficientsa


	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	16,603
	3,815
	
	4,352
	.000

	
	CONFLICT
	-.132
	.056
	-.281
	-2,347
	.022

	
	SELF-EFFICACY
	.353
	.123
	.343
	2,862
	.006

	a. Dependent Variable: SATISFACTION

	


[bookmark: _Hlk218571947]The results of the regression test indicate that dual role conflict has an influence on job satisfaction. The e2 value is obtained from the r-square calculation using the formula: 1-r2 = 1-0.76 = 0.850.  
The findings of this study also indicate that dual role conflict negatively impacts female lecturers' job satisfaction. Other empirical research supports this finding, stating that the greater the conflict between work and family demands, the lower the individual's perceived job satisfaction. Work–family conflict is a stress factor that directly impacts psychological well-being and job satisfaction components.
Other studies also reported similar results that high role conflict is related to decreased subjective well-being and job satisfaction, especially if institutional support is low.(Yang et al., 2024)
	Table 4. Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Standard Error of the Estimate

	1
	.525a
	.276
	.252
	2,768

	a. Predictors: (Constant), SELF-EFFICACY, CONFLICT


		
Table 4 shows that dual role conflict and self-efficacy explain 27.6% of female lecturers' job satisfaction. The remaining 72.4% of job satisfaction is explained by variables other than the variables studied.
Direct Influence: Self-efficacy on job satisfaction

Table 3 shows that self-efficacy has a significant positive effect on job satisfaction. This is evident from the significance value of the hypothesis test (sig) of 0.006 < 0.05. This means that self-efficacy has a significant positive effect on job satisfaction, so that higher self-efficacy will increase job satisfaction. The interpretation of this proven hypothesis is that the self-efficacy felt by female lecturers increases, so that the level of ability and responsibility as lecturers has a direct impact on the level of optimism and self-confidence. Thus, high self-efficacy will result in high job satisfaction.
This is based on the view that individuals who are confident in their abilities tend to be better able to cope with the pressures and demands of work, thus maintaining a positive attitude toward their work. Self-efficacy is seen as an important psychological resource in dealing with work challenges and role conflict.
Indirect Effect: The Effect of Dual Role Conflict Through Self-Efficacy on Female Lecturers' Job Satisfaction.
Analysis of the influence of dual role conflict on job satisfaction through self-efficacy, if the direct influence of dual role conflict (X) on Y beta is known to be -0.281, and to determine the indirect influence of variable X on Y through Z is by the formula of multiplying the beta value of X on Z and the beta value of Z on Y = -0.415 x 0.343 == - 0.1424, then the total influence given by X to Y is the direct influence plus the indirect influence is: -0.281 + (-0.1424) = - 0.42. Analysis of the results revealed that self-efficacy does not mediate the relationship between dual role conflict and job satisfaction. This finding indicates that although self-efficacy has a direct influence on job satisfaction, dual role conflict has a strong direct effect on job satisfaction that is not entirely through the self-efficacy pathway.
In the context of HR management, this suggests that strengthening self-efficacy alone is not enough to mitigate the negative impact of role conflict on job satisfaction. Organizational interventions need to be a key strategy—for example, through more flexible job design, family-friendly policies, or comprehensive well-being support. These policies have been recommended in literature studies that show that organizational support can mitigate the impact of role conflict on work outcomes.
Based on Figure 2, it is known that the direct effect of dual role conflict on job satisfaction is -0.281 and the indirect effect is -0.1424. This indicates that the direct effect is greater than the indirect effect, so the hypothesis that states that there is an indirect effect of dual role conflict through self-efficacy on job satisfaction cannot be accepted.




                                                                          			     e1= 0.909

Dual Role Conflict
Job satisfaction

	 0.4159 (0.001)

Self-Efficacy

                      -0.281 (0.022)	
0.343 (0.006)

         e2 = 0.850

Figure 2. Direct and Indirect Influences

  In Table 4. The error value 2 is obtained from the r square calculation with the formula 1-r2 = 1- 0.276 = 0.850
The relationship and influence between dual role conflict, self-efficacy, and job satisfaction in university lecturers are in line with the regression results showing that role conflict is significantly related to job satisfaction and self-efficacy, and moderate work-life balance is able to predict individual job satisfaction (Khadka, and Khadka 2023). Other studies show that dual role conflict has a negative relationship with job satisfaction and is associated with a decrease in psychological resources such as self-efficacy, which ultimately decreases job satisfaction when conflict increases (Albrecht & Marty 2024).

Conclusion
The results of the path analysis confirm that work–family conflict has a significant negative impact on both self-efficacy and job satisfaction among female lecturers. This indicates that increasing conflict between professional and domestic roles substantially reduces confidence and satisfaction in their academic work. Conversely, self-efficacy was found to have a positive and significant effect on job satisfaction, reinforcing its role as a critical psychological resource in higher education HRM.
However, the mediation test results show that self-efficacy does not serve as an intervening variable in the relationship between work–family conflict and job satisfaction. This suggests that the influence of work–family conflict on job satisfaction is direct and strong, and cannot be fully explained by variations in self-efficacy. From an HRM perspective, this finding highlights that addressing female lecturers’ role conflict requires structural and organizational interventions rather than relying solely on individual psychological factors.
Suggestion
Higher education institutions are encouraged to design HRM policies that are responsive to the needs of female lecturers. Recommended strategies include flexible working arrangements, equitable workload distribution, and institutional support programs that promote work–life balance. In addition, initiatives to strengthen self-efficacy—such as professional development, mentoring, and career advancement support—should be integrated into HRM practices. By combining organizational interventions with individual capacity-building, universities can enhance female lecturers’ job satisfaction and ensure the sustainability of their contributions to the Tri Dharma of higher education.
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