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Abstratct  
Women's involvement in the professional career sector is increasing today. The increase of 
women in the workforce has involved them in a variety of tasks which could lead to changes 
in their family structure and workplace. This situation will create conflict, impact 
commitment, and even affect the well-being of women in the workplace. Therefore, the 
objective of this study is to see how conflict, commitment, and well-being are related to 
working women. This quantitative study applied questionnaire techniques which is a survey 
method to collect data. This study was conducted in several districts in Selangor using 
Organizational Commitment Questionnaire (OCQ) by Porter and Smith (1970), Work-Family 
Conflict Questionnaire by Kelloway, Gottlieb, and Barham (1999) and Well Being at Work 
Scale by Paschoal and Tamayo (2008). The findings of this study indicate that the existence of 
a significant impact relationship between work-family conflict and organizational 
commitment and also identified age and duration variability of marriage is a significant 
predictor of well-being in the workplace. 
 
Introduction 
The empowerment of women's participation in the employment sector is increasing. The 
government today is doing its best to increase the number of women involved in the national 
decision-making process. Statistics from the Department of Statistics Malaysia (2018), 
showed that the participation of women in the employment sector in the fourth quarter of 
2017 was 5.60 million and increased by 0.11 million in the first quarter of 2018 which is 5.71 
million for women. 
 
The involvement of women who are married with children in the employment sector is not a 
foreign thing in Malaysia. Working mothers need to divide their time between work, family, 
and workplace. The increase in women in the employment sector has involved them in diverse 
tasks in the organization causing changes in the family structure. 
 
In this competitive world, working women are an interesting topic because of their 
involvement in various professional employment sectors. A study conducted by Abdullah et 
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al. (2012) entitled Perceptions of Career Barriers Among Working Women stated that the 
significant role of women and their contribution to national development should not be 
disputed. The increase in women in the professional sector has enabled economic change to 
occur and has seen women as a necessity in the work sector. However, they are always in the 
dilemma of responsibility for the organization and the family. 
 
Working women have their challenges when it comes to their ability to divide time between 
work and family. The involvement and role of working women in various aspects such as 
business, education, politics, and so on have made a significant contribution. Working women 
who are called wives and mothers are an undeniable source of inspiration. 
 
The traditional way of thinking believes women play a key role in managing household and 
family and that they do not have to work. But today’s situation changes when professions 
involving women allow them to have identity status in the workplace. The profession owned 
by working women allows their needs to help and provide financial and economic support to 
the family. 
 
According to Rangarajan (2018), women's exposure to education and technology enables 
them to face dual roles as working mothers in terms of personal life and work life. Besides, 
various aspects such as time management, workload, lack of coordination with colleagues, 
lack of support from family can also have an impact on working women. Despite the 
pressures, most of these working women are not easily discouraged and manage to stay in 
their profession of work. As women with the title of mother, they also want to meet personal 
expectations in life at work and also at home.  
 
Increasing the number of women in the employment sector at the same time having 
responsibilities to the family is not uncommon in our country. A study conducted by Ahmad 
and Ngah (2011) stated that single mothers who experience conflict are not able to continue 
working well and become less satisfied with their work, the results of the study also showed 
that increasing work-family conflict will contribute to decreased job satisfaction. Besides, this 
study also suggested that organizations need to reduce the workload to reduce work-family 
conflicts that can affect job satisfaction.  
 
The work-family conflict occurs as a result of the imbalance of work and family role demands 
that are not in line and have had a negative impact on working women. The large and dual 
role of responsibility has led to an increase in work-family conflict among working women. 
The stress faced results in the onset of work-family conflicts, especially in the workplace. 
(Noorazwana & Agnis, 2017). Reducing work-family conflict enables working mothers to 
achieve organizational commitment and well-being in the workplace. 
 
According to Meyer and Allen (1984), employees who commit to the organization will better 
survive as part of the organization and continue to work. Existing organizational commitment 
allows employees to have meaningful experiences with the organization, and understand 
organizational goals. However, the existence of an increase in role conflicts among working 
women makes the commitment of this organization unattainable. 
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The rise of women in the employment sector is a global phenomenon and Malaysia is no 
exception. Diverse roles can have an impact on their well-being in the workplace. The well-
being achieved can have an impact on employee engagement and productivity. (Bryson, Forth 
& Stokes, 2014). Good health enabling these working women to achieve organizational 
commitment and reduce work-family conflict. 
 
Therefore, this study aims to examine the involvement of working mothers in the 
employment sector through the existing family-work conflict, organizational commitment, 
and well-being in the workplace. 
 
Research Problem 
Working women are always faced with conflict and they are not able to give the best attention 
and commitment in the organization if they have family problems. The ongoing conflict in the 
role of working women creates various daily functional disorders and can lead to various cases 
as reported in the time media, for example, cases of mothers forgetting and leaving their 
babies in the car causing death. This is known as Forgotten Baby Syndrome (FBS). FBS is the 
incident of a parent accidentally leaving a baby in a hot, locked car. This happens when 
mothers change their original daily or emotional and mental routines in a state of stress and 
unable to focus on problems and in turn create work-family conflict and organizational 
commitment. This problem can be overcome if the conflict can be reduced. A study conducted 
by Ngah et al. (2010) stated that the reduction of work-family conflict can increase 
organizational commitment.  
 
In addition, according to the Journal of Psychology and Counseling (2018) stated that society 
facing various issues involving physical and mental elements will have an impact that affects 
their level of well-being (Zuriani et al., 2018). Most working women who experience work-
family conflict will give a negative attitude at work which in turn disrupts their well-being at 
work. However, the extent to which the healthy and prosperous development of an individual 
depends a lot on internal and external factors. Therefore, this study to see the relationship of 
well-being in the workplace despite the existence of work-family conflict among working 
mothers can be achieved.  
 
In turn, well-being in the workplace can influence organizational commitment. Employees 
who achieve well-being provide opportunities for the organization to stay and reduce 
employee turnover behavior. This study allows researchers to identify whether well-being in 
the workplace can positively affect affective and normative commitment and negatively 
affect continuity commitment. 
 
Literature Review 
Age and Period of Marriage Significant Predictive Factors on Workplace Well-Being. 
Well-being in the workplace has a huge impact on happiness in life and work skills that directly 
affect one's work productivity. Well-being in the workplace will also result in a good work 
environment and there is various consensus that says the importance of well-being in the 
workplace for individuals and to the organization. In addition, employee understanding 
according to age factors should be taken into account as each phase of the test is specific to 
prove different well-being rates. In order to retain and attract talent, the organization must 
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offer conducive conditions to employees to maintain performance, well-being, and personal 
achievement.  
 
According to Warr (2007), there are two types of well-being or happiness. The first is cognitive 
happiness involving positive affective and negative affective. Emotional feelings of pleasure, 
joy, and comfort are representative of the positive affective component and indicate good 
well-being. While emotional feelings such as dissatisfaction, anxiety, and depression 
represent negative effects and low well-being. The second type of happiness refers to self-
validation and is related to cognitive happiness. Self-affirmation is feelings such as personal 
contributions, potential exploration, achievement, and self-expression and is accompanied by 
happy feelings.  
 
In addition, the discussion of well-being in the workplace also involves fulfillment and self-
accomplishment. When people feel a good achievement experience they are more satisfied 
with life and the prevalence of positive effects will be clear. Happy experiences are also 
expected to go beyond situations such as the feeling that their needs are sufficient, physical, 
and social satisfaction as well as the feeling that their life is comfortable and safe. Therefore, 
the achievement is one of the contributions to explain the variation of well-being in the 
workplace. 
 
Demographic characteristics such as age and duration of marriage are good predictor factors 
for well-being in the workplace. The increasing role of employment in line with the factors of 
age and duration of marriage can be seen to determine good well-being in the workplace. 
Both of these factors can be considered for a clearer understanding of the phenomena and 
antecedents that occur. 
 
The study of population age is important because it provides insights into the impact on 
growth, support of social systems, and the ability of communities to supply good resources 
to society. Well-being increases with age and older workers enjoy better well-being. 
According to Boult (2019), increasing age proves an increase in well-being in the workplace. 
This study also outlines that various aspects indicate the development of employees increases 
through age factors and employees also evaluate their development through experience. 
Today's employees also see their progress with every career experience. This means that if 
they can learn to apply well-being then they can achieve good achievements in life. 
 
The second predictor factor is the period of marriage. According to Boult (2019), among the 
activities that support workplace well-being is time spent with family. Positive experiences 
with family and friends are positively correlated with well-being at work because it can reduce 
negative emotions. A long period of marriage proves that individuals who have a partner 
experience positive experiences throughout their marriage. Long marriages also mean the 
existence of good quality of marriage, family functioning, work-life balance, and good family-
work integration.  
 
Age as a Predictor of Well-Being in the Workplace 
Age factors such as younger employees or older employees can influence how they work and 
how they manage their emotions. In addition, job characteristics and job design can also have 
a different effect on employee well-being (Zacher & Schmitt, 2016). Therefore, the focus on 
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the role of employee age in the relationship between job characteristics and job well-being is 
given attention. According to Hackman and Oldham (1976), age-related changes in the 
characteristics of individual differences such as cognitive and physical abilities, personality, 
and motives are also related to occupational well-being. 
 
Older employees usually have their way of improving well-being. They do not need an 
organization to create a conducive environment for them because older employees have a 
way to feel happy and healthy at work compared to younger employees. Boult's (2019) study 
states that older workers create their ways to support workplace well-being. Among them is 
through the experience of their achievements at a young age causing them to feel safe while 
working. Older workers also believe that an effective job is to have good workplace well-
being. 
 
A significant approach to employees to have opportunities that can attract interest, engage 
in learning, foster positive emotional experiences and autonomous ability is a challenge for 
the organization. Thus, help from older employees helping younger employees by providing 
motivational edits and useful influences for them is one of the good efforts in fostering well-
being in the workplace (Webber, 2019). 
 
Marriage Period as a Predictor of Well-Being in the Workplace. 
Studies on the duration of marriage and well-being have not yet been expanded but the 
quality of marriage and marital satisfaction is the yardstick to the duration of the marriage 
and interrelated with the well-being of life. 
 
The transition that occurs during the marriage period is experienced by every working couple 
and usually, the mother or woman is more impressed with this issue. An old study conducted 
by Galinsky, Bond, and Friedman (1996) states that married workers are more likely to 
experience marital conflict than single employees. This increases stress and affects well-being 
in the workplace. Subsequent studies were conducted by Panisoara and Serban (2012) and 
support the above statement that unhappy marriages will affect well-being in the workplace. 
Issues about married life can affect well-being in the workplace is not a new issue. While we 
usually evaluate relationships and careers are two different things but we will never run away 
from the fact that emotional experiences are subjective and interconnected with each other. 
The study of Hsu and Barrett (2020) states that marriage is interrelated with human well-
being. Low autonomy in marriage, lack of self-acceptance, and lack of positive relationships 
with others will affect well-being in the workplace. While the study of Carr, Freedman, 
Cornman & Schwarz (2014) discusses the quality of marriage and well-being in a relationship 
where the better the quality of the marriage, there is optimal well-being among wives. The 
results of the study prove that the quality of marriage and the satisfaction of life is the result 
of good well-being.  
 
Finally, dedication to work can reduce involvement in the household. Ashiwini’s (2018) study 
supports this statement by showing that there is a significant correlation between work-life 
balance and marital quality. This means that well-being can be measured if work and family 
can be well balanced. Well-being guarantees the long-term effects of marriage. 
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Method 
Location 
This study chose Selangor as the study location. This location was chosen because Selangor is 
the state with the highest population density. Although, the Labor Force Survey Report 2015 
revealed that the labor force participation policy was only 54 percent compared to 80.6 
percent for men and the gender gap of 26.5 points. However, the female labor force 
participation rate in Selangor increased in 2016 and ranked 63.4 percent higher than 81.9 
percent for men (gender gap of 18.5 points), this is not surprising because Selangor is the 
most developed state in Malaysia (Department of Statistics Malaysia, 2016). 
 
The chosen area was Hulu Langat District, Selangor. According to the Department of Statistics 
Malaysia (2010), Hulu Langat District has seven Mukim. However, the researcher only 
selected three main Mukim to conduct this study, which were Kajang, Cheras, and Ampang. 
 
These three areas were chosen because of their educational, transportation, medical, 
tourism, and residential facilities. Therefore, it provides easy access to researchers who focus 
on study respondents among working women. 
 
Participants 
To facilitate the researcher to collect data, this study has used the non-probability sampling 
method. There are two methods used in this study namely Snowball Sampling (Snowball) and 
Purposeful Sampling (Purposive). 
 
Researchers use the purposive sampling method. The sampling method is intended to be used 
because the selected respondents must meet some of the criteria that have been set. Thus, 
other respondents who are in the study population that do not meet the set criteria will not 
be taken into account and will not have the opportunity to participate in this study. According 
to Ismail (2016), the advantage of this type of sample allows the use of moderate costs and is 
commonly used in other research such as socioeconomics. In addition, the sample studied 
also needs to meet certain objectives. 
 
The second sampling method is snowball sampling. The concept of a snowball is to start small 
or a little later to get bigger or bigger as the snowball rolls from the top of the hill down and 
becomes bigger (Ismail, 2016). The use of snowball sampling allows data collection to be 
specific to specific groups and more effective methods to focus on specific groups (Howitt & 
Cramer, 2011). 
 
To complete this study, a sample of the study was taken from working women with the title 
of a mother who is still in the period of marriage, period of service and have children. The 
inclusive criteria set are still living with a spouse, having at least one child and being in service. 
Respondents' participation is voluntary and they can withdraw from the study at any time. 
The respondents of this study also consisted of private and government employees. 
 
The sample size is the portion of the population taken through certain means and has certain 
characteristics, is clear and is considered capable of representing the entire number of 
samples (Anitawidanti, 2010; Ismail, 2016). Determining the sample required an accurate 
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sampling so that this study has several samples that represent and can describe the maximum 
population conditions.  
 
According to the Statistics of Women, Family and Society Malaysia (2016) the population 
distribution by gender in the district of Selangor in 2016 for the female population is 6,298.4 
thousand people but the distribution for women working in the three districts selected by the 
study is not stated in any statistical distribution of the Department Statistics. Therefore, 
researchers have taken the number of samples taken in Kajang, Cheras, and Ampang based 
on the Selangor State Structure Plan 2035 and took the population distribution from 
employment statistics in the district of Hulu Langat, which was 224.6 thousand people in 
2010. 
 
To obtain the desired sample size accuracy the researcher has determined it through a 
minimum sample table by Krejic and Morgan (1970) which allows the determination of the 
level of confidence in the sample calculation. The researcher needed a total of 331 
respondents as a study sample based on the determination of the sample size of Krejci and 
Morgan who have listed the sample size that corresponds to the size of the study population 
as Krejic & Morgan (1970) table. However, 140 respondents were able to be collected for this 
research. 
 
Psychological test instruments used in this research are Organizational Commitment 
Questionnaire (OCQ) by Porter and Smith (1970), Work-Family Conflict Questionnaire by 
Kelloway, Gottlieb, and Barham (1999), and Well Being at Work Scale by Paschoal and Tamayo 
(2008). 
 
Result 
Workplace Well-Being in Marriage and Age of Working Women. 
Multiple linear regression analysis was performed to determine the significant expectations 
of well-being in the workplace throughout marriage and age among working women. Multiple 
regression analysis was used to look at the relationship between dependent variables and 
independent variables. 
  
Multiple linear regression analysis was used to predict workplace well-being throughout 
marriage and age among working women. The analysis showed a significant relationship with 
the results of ANOVA (F (137) = 2.9995, p <0.053) with a value of R square 0.42. Respondents 
predict well-being in the workplace is equal to 90.240 + 3,710 (Marriage Period) - 6.675 (Age), 
where the period of marriage is coded as 1 = 1-5 years, 2 = 6-10 years, 3 = 11-15, 4 = 16 -20, 
5 = 21 years and above and age is coded as 1 = 20-29 years, 2 = 30-39 years, 3 = 40-49 years, 
4 = 50-59 years and 5 = 60 years and above. The increasing period of marriage (3,710) and age 
(6,675) can ensure well-being in the workplace. Therefore, the hypothesis is rejected because 
both of these variables are significant predictor factors on workplace well-being. 
 
Researchers found that the results of the fourth hypothesis found that the age and duration 
of the marriage is a significant predictor factor on well-being in the workplace. This indicates 
that the older they get, the better the well-being of an individual in their workplace. In 
addition, the longer the marriage period, the better the well-being at work. 
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There are several other predictor factors such as duration of service, number of children 
owned, level of education, service sector and field of employment. However, in this study, 
only predictive factors such as age and duration of marriage only show a significant 
relationship to well-being in the workplace. Prosperity in the workplace carries the meaning 
of the individual in carrying out their duties well with a full sense of responsibility, in balancing 
between negative affections and positive affections well as well as feeling the achievements 
they want are met and expected. Therefore, the age and duration of marriage have been 
identified as one of the predictive factors for working women to feel prosperous in the 
workplace. 
 
Working women workers enjoy well-being as they get older as well-being in the workplace 
will increase progressively through the age factor. As we all know, the relationship between 
age and well-being is a complex relationship and future studies should be done 
comprehensively to assess whether different age factors have a relationship or not with well-
being in the workplace. 
 
Furthermore, population growth and some workloads cause the role of age to play an 
important factor in the relationship between job characteristics and job well-being 
(Finkelstein et al., 2015). Therefore, one of the ways to improve well-being in the workplace 
is for older workers or older workers to guide younger workers as an opportunity for them to 
gain experience and reduce stress. Stress in the workplace can have an impact on women 
compared to men because it is easier to form feelings of anxiety, fatigue, depression, 
irritability, and insomnia compared to men (Herbert, 2020). Therefore, through the mentor-
mentee method, younger or new employees can learn how to improve their well-being than 
older employees. 
 
As stated in the study of Kun and Gadanecz (2019), well-being in the workplace can be 
improved through good working relationships. This means that older people need to play a 
role in helping young people balance their feelings and emotions to maintain their mental 
and physical health manifestations. In addition, well-being in the workplace can also reduce 
fatigue and stress as well as increase productivity, motivation, and employee focus to achieve 
goals.  
 
Windsor and Anstey (2010) describe age differences can be predictors of domains in well-
being i.e. positive affective and negative affective i.e. older groups have relative emotional 
well-being compared to younger or middle-aged. They have better positive effects than 
negative effects when age is increasing. As we age, the more complex the way we process 
emotional information, the more positive it affects, and the less negative it is. In addition, it 
is possible that age factors for critical thinking also cause a decrease in psychophysiological 
responses to emotional stimuli to act with existing workloads (Lawto et al., 1992). 
Age differences in the control of belief in well-being also lead to how they perceive negative 
effects at a young age (20 to 39 years). Controlling confidence and emotional reactivity leads 
to a reduction in internal stress and allows work-related negative effects to be minimized. 
This means that, with increasing age, the ability to control beliefs and emotional activity will 
improve and this will improve the well-being of individuals in the workplace. 
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The stress of a marital relationship will manifest in the workplace and then more stressful 
when at home. The effects of domestic unrest will disrupt work productivity and the absence 
of workplace absences (Yu, 2018). Therefore, happy relationships produce happy couples and 
employees by producing high productivity and this will benefit the organization's profits. The 
marriage period has various phases that each couple goes through differently. Having a job 
and family life is not easy without going through experience to balance it. Various sacrifices 
need to be made to balance the two responsibilities at once (Panisoara & Serban, 2012). 
 
Marital satisfaction leads to long-term marital relationships and the quality of marriage is 
closely related to the duration of the marriage. The period of marriage here means good 
household stability. This means, the longer the marriage period, the better quality and 
stability (Katja et al., 2020). The meaning here is that marital satisfaction is a predictor factor 
to subjective well-being and human health. Improving the quality of a positive marriage 
provides well-being and further prolongs the marriage. 
 
It explains that the longer the marriage period, the better the adaptation to it and in turn 
improve the well-being in the work order. Good quality can ensure the well-being and 
optimize the level of productivity in the workplace. Through long-term marital relationships, 
the absence of conflict and good quality, it will have an impact on human mental health. This 
situation will predict a successful working life. 
 
Apart from that, a good marriage period also allows employees to achieve what they want in 
the workplace. Fulfillment (fulfillment) here is one of the domains in this study as one of the 
determining factors of well-being in the workplace apart from positive and negative affect. 
Opportunities to do their best in the workplace can be achieved if the employee is in good 
working performance condition. Moore (2018) says employees who give a strong 
commitment to the workplace environment are employees who have good household 
stability. The potential to do a good job is the result of a good marriage role. 
 
Summary 
Overall, this study can prove and contribute consistent research results in the world of 
research. Furthermore, the results of this study can also address the issues that exist and 
answer the problems of the study. Through the existence of such a study, it can provide 
awareness to the organization to create a good work environment for employees by 
becoming a company policy and policies that provide useful benefits to employees. In 
conclusion. work-family conflict, organizational commitment and well-being in the workplace 
are important issues that need to be taken into account and emphasized in industry and 
organization. 
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