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Abstract  
The current research investigated women employees’ use of work-family conflict and relationship to 
turnover intention, in which work engagement and emotional exhaustion used as intervening 
variables for mediating effect in the conceptual model that tested in this study. Data gathered from 
female officers from rural banks in sub district Badung, Denpasar Bali were used to test the 
relationships among variables. The findings show that the only one category of employees included 
in the research, that is women officer who works in rural bank in Mengwi Sub district Bali would 
consider to exit the organization when the work-family  conflict they perceived.  Not all of hypotheses 
were confirmed. Contrary to expectations, work-family conflict founded to be negatively not 
significant in affecting work engagement among female officers, thus work engagement could not 
significantly affect turnover intention.  The study addresses concerns about the importance of the 
emotional exhaustion construct in the literature, particularly in its role in the relationship between 
work -family conflict and turnover intention. 
Keywords: Work-family Conflict, Work Engagement, Emotional Exhaustion, Turnover Intention, 
Women Officer. 

 
Introduction 
Changes in workplaces and employee demographics have encouraged studies of the relationship 
between work and family to be more important than ever before Greenhaus & Powell (2006). The 
division of labor with gender lines is not really a big deal, but difficulties arise when the labor of 
division considers greater strength, rights, roles, and authority concerning the role that more played 
by men than women Reed, Kratchman, & Strawser, (1994). Historically, a role system based on sex in 
which showing that men have more power and control over resources than women has been 
preserved and perpetuated across cultures and for centuries. This condition is reinforced by the 
general opinion that women naturally not required have to work. But nowadays, it turns out now 
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that women have equal degree with men in terms of employment. This would bring into a dual role 
conflict for women as a housewife and as a worker. 

Lilly, Duffy, & Virick, (2006) assess social structure in society, found that cultural pressure tends to 
be more directed at women who are required to take primary responsibility in managing family affairs 
and household. Therefore women tend to be more experiencing higher work-family conflict than men 
does. Women like this have a dual role as mothers and also as employees. Handini, Haryoko, & 
Yulianto, (2014) added that one impact of these dual role is about not enough time for a woman who 
wants to spend time with her family and children. In a long term, this condition would lead into 
greater intention for women officers to exit from their organization who have could not cope with 
this situation. 

As an important effort for companies to prevent turnover is a program in managing their human 
resources, one of which is an employee engagement program. It is also known that work engagement 
is a form of way of increasing productivity from a group of talented employees in the organization 
Santosa & Cintya, (2012). In addition, employees who have a high level of energy and enthusiasm for 
their work will encourage feelings of bond and even drowning in their work so that time feels fleeting 
for them Schaufeli & Bakker, (2004). This form of work engagement is positive (Saks, 2006), also 
Schaufeli & Bakker, (2004) describe that besides work attachments, job burnout tend to be negative 
form of attitudinal mechanism. Job burnout is one form of pressure in work (Christina Maslach, 
Schaufeli, & Leiter, 2001), and emotional exhaustion is an emphasis reaction where the reaction 
emphasizes the emotions, thoughts, physical and behavioral components of a person. This form of 
exhaustion lies in the physical characterized by negativity, rigidity, ignorance, guilt and difficulty in 
making decisions (Greenberg & Baron, 2008). Wright & Cropanzano, (1998) underline the form of the 
core meaning of job burnout is emotional exhaustion, as has been supported empirically by previous 
researchers (Cordes, Dougherty, & Cordes, 1993; Lee & Ashforth, 1993). 

Several previous studies have revealed important and positive linkages between burnout and 
turnover intention (Hang-yue, Foley, & Loi, 2005; W. B. Schaufeli & Bakker, 2004; Wright & 
Cropanzano, 1998; Yavas, Babakus, & Karatepe, 2008). Specifically, Knudsen, Ducharme, & Roman, 
(2006) explained that there is an important influence of emotional exhaustion on turnover intention. 
Although among the previous researchers there was one study that revealed that emotional 
exhaustion is not important for turnover intention (Geurts, Schaufeli, & Jonge, 1998).  

There are inconsistencies in empirical results in the pattern of the relationship between work-
family conflict in which related with turnover intention. There are results of previous studies showing 
that work-family conflict actually affects turnover intention negatively (Hang-yue et al., 2005; 
Panatik, Badri, Rajab, Rahman, & Shah, 2011), which means that the higher work-family conflicts that 
occur will actually decrease the tendency of employees to leave the organization. In addition, other 
successful empirical evidence has been shown to conclude that work-family conflict does not have 
an important role in impacting turnover intention (Balmforth & Gardner, 2006; Lathifah, 2008; Zhang, 
Griffeth, & Fried, 2012). The negative relationship between turnover intention and job insecurity 
shows that women in public companies are actively involved in their perceptions of perceived job 
insecurity (Ribeiro, Bosch, & Becker, 2016). This obviously greatly influences the decision to stay or 
leave the organization. The brief description of previous empirical results that have been successful 
identified and implies several research gaps, including: 
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1. There are inconsistencies resulting from the effect of work-family conflict (WFC) on employee 
Turnover Intention. The nature of the influence is positive (Boles, Johnston, & Hair, 1997; Haar, 
2004; Noor & Maad, 2008; Yavas et al., 2008), found to be negative (Hang-yue et al., 2005; 
Panatik et al., 2011); and at the same time not important (Balmforth & Gardner, 2006; Lathifah, 
2008; Zhang et al., 2012). 

2. The inconsistency of results arises from the effect of job engagement on turnover intention 
(insignificant results, Mxenge, Dywili, & Bazana, 2014) and job burnout on turnover intention 
(Geurts et al., 1998). 

These two points indicate that the antecedents of turnover intention tested can provide mixed 
results. This is also considered as a gap and empirical basis of this research. All three: work-family 
conflicts, work engagement and emotional exhaustion are examined as antecedents of turnover 
intention and are built within the framework of an integrative model among the three. Based on the 
phenomena described above indirectly will have an impact on increasing turnover intention on 
workers, especially female officers at BPR in Mengwi, Bali. It is considered important to be able to 
know and overcome the factors that influence turnover intention, especially for female officers, as 
manager able to control the turnover that occurs in a company. Therefore, researchers are interested 
in choosing the theme of turnover intention on female officers who are affected by work-family 
conflict, emotional exhaustion and work engagement to work on female officers who work in BPR in 
Mengwi, Bali. 

 
Literature Review and Hypotheses Development 

The desire of employees to exit organization (turnover intention) refers to the results of individual 
evaluations regarding the employment relationships with organizations that have not been realized 
in leaving the organization. This willingness to move could be considered as the result of an 
individual's perceived conflict. Netemeyer, Boles, & McMurrian, (1996)   found that work-family 
conflict is directly related to turnover intention. As work-family conflict related with turnover 
intention, the relationship is depends on dimensions of work-family conflict itself (Noor & Maad, 
2008; Yavas et al., 2008). In addition, findings of previous studies indicate that emotional exhaustion 
lead to greater turnover intention (W. B. Schaufeli & Bakker, 2004; Wright & Cropanzano, 1998). 
Stress in the job that occurs in a long time would lasts in high intensity results in individuals 
experience while facing physical and emotional exhaustion. This condition is considered as "burnout" 
(Christina Maslach & Jackson, 1981), which is seen as one form of stress that appears in individual 
behavioral attitudes. Exhaustion will lead to anxiety, depression, and decrease in self-esteem and 
increased health problems. Emotional exhaustion also happen in the work environment and has 
negative spillover that could affect people's household life (Christina Maslach et al., 2001). Emotional 
exhaustion is an emotional condition in which a person feels tired and saturated mentally or 
physically as a result of the increasing of work demand. Exhaustion could lead to anxiety, depression, 
an decreasing in self-esteem and increased health problems (Maslach & Leiter, 1997; Maslach et al., 
2001). But even though exhaustion is often perceived as a form of negative attitude in work (Christina 
Maslach & Leiter, 1997), there is actually a form of positive work attitude and the opposite of 
exhaustion, which considered as work or job engagement (Schaufeli & Bakker, 2010). Exhaustion and 
attachment could be interrelated with each other considering the nature of the relationship among 
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them (Schaufeli et al., 2006; Schaufeli et al., 2002). But exhaustion in job (both job burnout and 
emotional exhaustion) has been identified as better to predict work attachments (Bakker, Demerouti, 
& Sanz-Vergel, 2014; Schaufeli & Bakker, 2010)  than forms of conflict such as work-family conflict 
(Kesumaningsari & Simarmata, 2014).   This is argued by previous author considering that there are 
still quite a few findings that reveal the link between work-family conflict and job engagement (Baka 
& Derbis, 2012). Besides emotional exhaustion, individual’s attachment to work is also related with 
turnover intention (Agoi, 2015; Thirapatsakun, Kuntonbutr, & Mechinda, 2014). The framework of 
the research model is built based on the description in theoretical and empirical studies and describes 
the overall hypothesis of this research shown in the figure as follows: 

 
 

 
 
 
 
 
 
 

Figure 1.Conceptual Framework 
 

Work-family conflict is one form of conflict perceived by individual that affects turnover intention 
among employees. Increasing work-family conflict of employees in an organization, whether conflicts 
that occur directly or indirectly, such as conflicts due to inequality of opinions or injustices received 
from their superiors and companies, will have an impact on the desire to leave employees from their 
companies. If the demands on work are too high and individual must be able to balance them or 
reconcile them with the demands of the family or household. If there is no one party (work and 
family) who cannot adjust, this will cause the threat of loss of personal resources owned by the 
employee. The relationship between work-family conflict on turnover intention or turnover intention 
has been studied in many previous studies with mixed results. Some studies have explained the 
positive link between work-family conflict on turnover intention (Boles et al., 1997; Haar, 2004; Noor 
& Maad, 2008; Yavas et al., 2008). While other studies revealed that the higher the WFC conflict the 
lower the turnover intention, and or vice versa (Hang-yue et al., 2005; Panatik et al., 2011). Therefore, 
the first hypothesis in this research proposed is as follows: 

H1 : Work-family conflict has a significant positive effect on turnover intention of women rural 
bank officer in district Mengwi, Bali. 

Work engagement is an indication that personal (energetic) resources are brought into the 
organization by employees. The time spent working may sometimes be stressful, but it involves 
people and makes their working lives meaningful. Job engagement is defined as "a positive state, 
satisfying the state of mind associated with work that is characterized by strength, dedication and 
absorption" (Schaufeli et al., 2002). Engagement is basically an investment of resources - for the 
benefit of the individual but not necessarily giving an individual award. This pattern can improve labor 
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relations between individuals and organizations and in return build new resources for individuals 
(respect and recognition, professional improvement, and social skills). 

According to Greenhaus & Beutell (1985), research in behavioral studies identifies and analyzes 
the concept of work-family conflict in several conditions, so that in this context, work-family conflict 
is more defined as a form of role conflict characterized by a mismatch between home and place 
responsibilities work. Pressure in the work environment were rised that could lead to work-family 
conflict, such as irregularity or inflexibility in working hours, job overload, many official trips, conflicts 
between individual employees and lack of support from supervisors or companies. Higher the work-
family conflict (WFC) would bring to lower job engagement or vice versa (Baka & Derbis, 2012; 
Karatepe & Karadas, 2016; Kesumaningsari & Simarmata, 2014). This shows the assumption that 
family work conflicts have an important negative influence on job engagement. From a brief 
description of the relationship between these variables, the second hypothesis proposed in the study 
is as follows: 

H2 : Work-family conflict has a negative significant effect on job engagement from female officers 
who work in rural banks in Mengwi, Bali. 

The driving force in employee engagement has positive consequences for the organization 
because it deals with individual attitudes, intentions and behaviors. Management also plays a role in 
reducing company risk about human resource policies. This happen because of employees are more 
dedicated to creating more value for the organization, with more consistent in their interactions with 
customers and other stakeholders, and would not leaving  the company. This explains employees 
who have high engagement have a lower tendency to leave the organization. The desire to leave the 
company is the intention to change jobs for employees so that they will tend to emerge attitudes 
that have a negative impact on the company which is usually shown by finding more profitable 
employment alternatives, less enthusiastic about work, often complaining, feeling unhappy with their 
work and avoiding from his responsibilities. 

In addition, finding of previous research indicate that the higher the job engagement would be 
decrease turnover intention or vice versa (Mangi & Jalbani, 2013; W. B. Schaufeli & Bakker, 2004). 
Although there is a result of anomalies finding according to Mxenge et al., (2014) that attachment is 
not important for turnover intention, other researchers reinforce the negative significant influence 
between engagement with turnover intention (Agoi, 2015; Biswakarma, 2015; Rachman & Dewanto, 
2016). Based on the description, the third hypothesis in this study is proposed as follows: 

H3 : Job engagement has a significant negative effect in reducing the turnover intention of female 
officers who work for BPR in Mengwi, Bali. 

Work-family conflicts that occur due to overlap between work and household affairs can also be 
defined as a form of role conflict caused by the demands of work and family cannot be aligned in 
several respects. An individual's inability to manage and deal with this conflict will have negative 
consequences, one of which is the increase in self-pressure. In the context of work, one form of 
pressure that is recognized is job burnout which is more indicated by emotional exhaustion. Work-
family conflict is a form of obstacle to the struggle to get resources between two important domains 
in an individual's life. If the demands in the work are too high and someone must reconcile them with 
housework, and no one has to give up something, this will cause the threat of loss of resources 
(Dåderman & Basinska, 2016). Therefore work-family conflict is seen as having a negative impact on 
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individual attitudes and behavior. While emotional exhaustion is a form of individual feelings for the 
work done. So it can be assumed that emotional exhaustion is a form of negative consequence of 
work-family conflict felt by individuals. The pattern of relations between the two is linearly positive, 
which means that the more work-family conflicts that employees feel then this will increase their 
tendency to feel emotionally tired. Based on the description, the fourth hypothesis in this study is 
proposed as follows: 

H4 : Work-family conflict has a positive significant effect in increasing emotional exhaustion from 
female officers who work in rural banks in Mengwi, Bali. 

Fatigue is a psychological syndrome that arises when employees are in a stressful work 
environment and high job demands with low availability of resources. Work exhaustion is a syndrome 
condition experienced by someone when carrying out their work at the point where they experience 
fatigue both physically and mentally due to the demands of work (Kim and Stoner, 2008). Fatigue is 
a serious problem for the organization. Research shows that fatigue, absence, decreases productivity, 
lacks work effectiveness, reduces commitment to work, and results in turnover intention (Knudsen 
et al., 2006; Christina Maslach et al., 2001). The theoretical framework of fatigue (Cordes et al., 1993; 
Demerouti et al., 2001) says that fatigue is a key mediator of the relationship between pressure in 
work and a variety of attitudes or behavioral outcomes. The tendency or intention of the employee 
to stop working from his job is voluntary according to his own choice and this is a form of behavior. 
Turnover intention includes the thought of leaving the organization, looking for work elsewhere, and 
the desire to leave the organization. The work carried out by female officers in high-risk companies 
brings these employees to experience fatigue because they constantly face other parties and various 
problems. Certain management practices in organizations have the potential to reduce employee’s 
emotional exhaustion and turnover intention. But employees who feel their emotional resources 
have been eroded have a greater tendency to withdraw until eventually they will decide to leave the 
organization. Based on the description above, the fifth hypothesis in this study is proposed as follows: 

H5 : Emotional exhaustion has a significant positive effect in increasing the turnover intention of 
female officers who work in rural banks in Mengwi, Bali. 

Engagement occurs when a person is consciously alert and or emotionally connected to other 
people. Work-family conflict is a difficult thing to avoid, especially for employees who are married 
and work outside the home. The occurrence of this conflict when there are two fulfillment of 
demands, namely the demands of the family and the demands of the work that must be completed, 
but the employee is faced with his abilities. With this problem, employees cannot concentrate on 
their work tasks so that they will reduce their attachment to the work that must be done and 
completed. In the end a person who experiences a phase of decrease in self-attachment to his work 
due to the high work-family conflict that he feels will tend to decide to leave the company where he 
works. 

Employees who experience high work-family conflicts can reduce high work attachments because 
resources are lost in the process of combining work and family roles. Individuals who experience high 
work-family conflicts feel that work competes with family to get the resources needed to fulfill their 
professional roles. Based on the description above, the sixth hypothesis in this study proposed is as 
follows: 



International Journal of Academic Research in Business and Social Sciences 

Vol. 9 , No. 7, July, 2019, E-ISSN: 2222-6990  © 2019 HRMARS 

 

183 
 
 

H6 : Work-family conflict has a positive influence on turnover intention through job engagement 
of female officers who work in rural banks in Mengwi, Bali. 

Turnover intention is the level or intention of wanting to leave the company triggered by various 
reasons that cause turnover intentions, usually this is due to the desire to get a better job. But work-
family conflicts have the potential to create problems for workers, where these conflicts tend to 
positively influence the intention to leave the company. The potential for increasing turnover 
intention can occur if there is pressure on work, in this case is work fatigue. The demands of high 
quantitative and interpersonal work cause depletion of the resources possessed by individuals, 
especially the energy and emotional resources they have. Because of their demands require effort 
and cost, especially in the form of physical, mental, and emotional energy. Furthermore, the 
imbalance between work and personal life can be a threat to various sources. Family work conflict 
means that in the work of employees using too many resources, which limits the use of these 
resources at home. When conditions at home cannot be managed properly, this will cause depletion 
of energy and emotional resources. Ultimately turnover intention can be a last resort in protecting 
the resources (energetic and emotional) that individuals have and preventing further personal losses. 
Job-family conflicts that are not managed by individuals (or the higher level of conflict) will make the 
tendency to become more emotionally tired will increase. In the end individuals will consider leaving 
the organization in order to maintain the personal resources they have. Based on the description, the 
seventh hypothesis in this study is proposed as follows: 

H7 : Work-familay conflict has a positive influence on turnover intention through emotional 
exhaustion from female officers who work for BPR in Mengwi, Bali. 

 
Methodology  
This study focuses on turnover intention as a dependent variable that is influenced by work-family 

conflict as an independent variable, and emotional exhaustion and attachment to work as intervening 

variables. With the hypothesis that has been proposed previously, then this study tests the 

hypothesis proposed by using research methods that have been designed according to the variables 

to be studied in order to obtain accurate research results. The discussion in this research method 

includes the types and sources of data, populations and samples, data collection methods, and data 

analysis techniques. Based on the research objectives that have been formulated, this study was 

conducted with a positive research approach, namely quantitative research on the measurement of 

constructs that form a model and analyze the relationship between one construct and another. Based 

on purpose of the study, the design of this study included the type of explanatory research. 

Explanatory research in this case aims to find an explanation or explanation of why an event or 

symptom occurs. This study seeks answers by analyzing the influence of work-family conflict 

variables, work engagement, emotional exhaustion, and turnover intention for female officers who 

work in Rural Banks (BPR) in distict Mengwi, Badung Regency, Bali Province. While based on the time 

dimension, this study was categorized as a cross-sectional study. 

In this study, the location of the study was located in Mengwi, Bali, with a target population of female 

officers working in Rural Banks (BPR). The target sample of female officers who working in BPR is 
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based on the grounds that BPR is a form of banking institution has launched an empowerment of all 

its employees without discrimination. The estimated time for conducting this study ranged between 

approximately two months, from February to March 2019, taking into account the process of 

collecting data through questionnaires and structured interviews with female officers who working 

in Rural Banks (BPR) in the district Mengwi, Badung Regency, Bali. 

In order to evaluate research hypothesis, the structural equation modeling methods was used via 

SmartPLS software. Considering the fact that inferential statistics methods are founded on the 

assumption of normality of variable distribution. 

Instrument 
Work-family conflict. Work-family conflict in this study is the difference between work and family 

roles that oppose each other (Frone, Russell, & Cooper, 1992; Greenhaus & Beutell, 1985). While the 
operational resolution of family-work conflicts is work on Rural Bank because of conflicting pressures 
and are fully related to roles in work and in the family. 

Work engagement. Work engagement is contrary to the fatigue of individual work, and in this case 
work engagement can be defined as a positive state, a state of mind related to work characterized 
by enthusiasm, dedication and absorption (Schaufeli et al., 2002). This definition is not intended to 
refer to a momentary or certain state, but is intended for cognitive conditions about the nature of 
more persistent and widespread persistence that is not focused on any particular object, event, 
individual or behavior (Schaufeli et al., 2006). 

Emotional Exhaustion. Emotional exhaustion is conceptually interpreted as a chronic state of 
physical and emotional fatigue (Wright & Cropanzano, 1998). Emotional exhaustion associated with 
work refers to feelings of over-intervention and exhaustion of one's emotional and physical resources 
(Maslach & Jackson, 1981) because of the demands of excessive work (Wright & Cropanzano, 1998). 
As one dimension of burnout, in the perspective of this study operational emotional exhaustion is a 
response from female officers who work at rural banks to long-term emotional and work 
interpersonal pressures, or in the context of unfavorable work. 

Turnover Intention. Operationally turnover intentions are the desire of female officers who work 
for rural banks in order to leave the company or seek other employment alternatives. The indicators 
of turnover intention in this study that adopted the concepts from Boshoff & Allen, (2000) and 
Mobley, (1982) include the following: (1) Possibility of looking for another job, (2) possible 
alternatives to leaving the company, (3) Having thought of leave the company. The items measuring 
the of each dimension employed five-point Likert-type response scales (1 = strongly disagree to 
5=strongly agree). 

 
Findings and Discussion  

Discriminant validity was examined by calculating the shared variances between pairs of variables. 
The results demonstrated that they were lower than the average variance extracted by each latent 
construct. All measures proved to be reliable where the composite reliability scores were greater 
than 0.60.  Summary statistics and correlations are given in Table I below. 
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Table 1. Mean of Variables, Standard Deviation and Intercorrelations (n = 95) 

Variables 
AVE √AVE 

Mean 
(SD) 

1 2 3 4 

1. Work-Family Conflict 
0,725 0,851 

3.35 
(1.811) 

(.803)    

2. Work Engagement 
0,795 0,921 

2.21 
(1.983) 

0,288* (.773)   

3. Emotional Exhaustion 
0,574 0,773 

3.29 
(1.833) 

0,406** -
0,223* 

(.676)  

4. Turnover Intention 
0,579 0,760 

2.42 
(2.608) 

0,267* 
-0,154 

0,4781** (.873) 

Notes: **p, 0.01; *p, 0.05; Cronbach’s alphas for each scale are italicized and shown in the diagonal 
 
The majority of the correlations have proved to be significant, except for one correlation that is 

between work engagement and turnover intention. The results show that the highest correlation is 
between work-family conflict and turnover intention. This suggests that female officers who have not 
could longer cope with problems emerging from their conflict and therefore would like to exhibit 
quitting intentions. 

Standart deviation and reliability scores for the variables used in the analysis in sample.The means 
range from 2.21 to 3.35 and the standard deviations range from 1.811 to 2.608. The mean score for 
the work-family conflict was 3.35, indicating the highest average score of work-family conflict. 
Furthermore, the mean score for work-family conflict, work engagement, emotional exhaustion, and 
turnover intention were 3.35, 2.21, 3.29 and 2.42. 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 2.Path Coefficients between Variables 
 
As figure 2 demonstrates, the pathway from work family conflict to turnover intention (p>0.05 and 

β = 0.136) and the pathway from work family conflict to work engagement (p>0.05 and β = 0.288) is 
positive but insignificant.  The pathway from work family conflict to emotional exhaustion is likewise 
positive and significant (p<0.01 and β = 0.406). Moreover, the findings reveal that pathway from 

Work-Family 
Conflict 

Work 
Engagement 

Emotional 
Exhaustion 

Turnover 
Intention β = 0.136 

β = - 0.104 

β = 0.400 

β = 0.288 

β = 0.406 



International Journal of Academic Research in Business and Social Sciences 

Vol. 9 , No. 7, July, 2019, E-ISSN: 2222-6990  © 2019 HRMARS 

 

186 
 
 

emotional exhaustion to turnover intention is positive and significant (p<0.01 and β = 0.400). 
Likewise, the pathway of work engagement to turnover intention is negative and insignificant (p>0.05 
and β= - 0.104). According to these findings, the direct and positive effect of work-family conflict on 
emotional exhaustion, and the positive and direct effect of emotional exhaustion on turnover 
intention are confirmed. Except from these two relationships, another relationship effect between 
variables in the research framework are not confirmed. 

The results indicate that emotional exhaustion strengthens the positive relationship between 
work-family conflict and turnover intention. Emotional exhaustion is an important mediating variable 
between work-family conflict and turnover intention. By strengthening the effect of work-family 
conflict perceived by female officers, it could increase turnover intentions. But this effect could be 
done indirectly but effectively through emotional exhaustion.  

This research was conducted by collecting data through a survey among female officers of Rural 
Banks in district Mengwi, Bali. Some important results show that average respondent's answer to the 
variables observed in this study (work-family conflict, work attachment, emotional fatigue, turnover 
intention) ranged from 2.21 to 3.35. The lowest perception of rural bank female officers in district 
Mengwi shows about work engagement, while the highest perception is on work-family conflict. In 
addition, several important things that need to be conveyed include lowest score about work 
engagement. This reflects that the job that carried out by female officers in rural bank not enough to 
absorb themselves, and giving so much vigor when doing the job. The highest score among variables 
examined here is work-family conflict. This condition indicates that there is a high tendency of female 
officers who work in rural bank in having problem about managing conflict that arise from their work 
and family. 

One of possible explanation for the lack of association between WFC, engagement and turnover 
intention may be female officers who work can only find jobs that are similar to the one they currently 
hold. Female officers may perceive other available jobs as having the same issues (conflict that arise 
between their job and family). If they perceive the issues as pervasive, leaving one’s job may not be 
a viable solution. Furthermore, assessing turnover intentions in female officers may be tricky and 
problematic as there are some reasons that would foster female officers’ intention to leave their job, 
such as personal or family problem, early retirement and other reasons. However, the female officers 
in the current study had been employed in their job for at least a year, indicating they would to still 
working despite the breaks.   

 
Conclusion 

The results of this study show some interesting things, including that important mediating role of 
the emotional exhaustion in the effect of work-family conflict on the turnover intention among 
female officers. There is no direct significant effect between work-family conflict and work 
engagement on turnover intention among female officers. This means that the effects of work-family 
conflict cannot directly encourage the tendency of female officers to leave the organization. In sum, 
although the present study does not support a fully mediated relationship between work–family 
conflict and turnover intention via work engagement. Inspite of that, theory of work–family conflict 
developed within a Western context is also generalizable to Indonesian samples with different result. 
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Practically, this research shows what women should do better in an organization. In particular 
situation female officers  could manage conflict in their roles as employees and as mothers or wife in 
the household, this would not fostering their feeling to be more attached with their job, while the 
problem is found indirectly. Companies need and manage human resources better as well as consider 
the role of female officers in building successful companies. Cautiously this were not easy to reduce 
their female officers intention to leave the organization. Rural banks must be careful to formulate HR 
policies regarding better management and development of human resources in furthermore going 
forward. The research indicates that possible areas of focus to support positive work–life balance 
should include approaches which encourage: building work engagement for female officers. 

This research could not be separated from several limitations that can result in the emergence of 
deficiencies that exist in the study. Limitations identified in this study include the samples that based 
on personal characteristics in terms of sex, because the object of research is female officers, 
especially those who are married or unmarried. Another limitation showing that this research only 
focuses on Rural Banks in Mengwi District, Badung Regency. Generalization of results is limited to the 
scope of the object of research, so it cannot be used to generalize results at a broader level.Also this 
study conducted in one time (cross-sectional study), meaning that the study was not longitudinal, did 
not consider the different duration of time. This study cannot compare perception of female officers 
in different time frames or in continuous research so that they can provide additional information 
about the phenomenon of research.  
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