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Abstract—The study examines the relationship between 

work-family conflict and selected demographic variables among 

female factory workers in East London, South Africa. The 

independent variables for the study were selected demographic 

variables, while work-family conflict is the dependent variable. 

The demographic variables concerned are age, marital status, 

number of children and age of the youngest child. The 

measuring instruments were a self-designed questionnaire to 

measure the demographic variables and a questionnaire 

developed to measure work-family conflict (Cronbach’s alpha = 

0.90). A sample of 100 female factory workers who are 

employed by companies in East London, South Africa was used. 

Age, number of children and age of the youngest child were all 

found to be positively correlated to work-family conflict (r = 

0.38, p = 0.001; r = 0.31, p =0.002; r = 0.27, p = 0.01 respectively). 

For marital status the findings were contrary to previous 

research findings, as the researcher found  that marital status is 

not significantly positively related to work-family conflict 

(r=-0.08, p = 0.42).  

 
Index Terms—Work-family conflict, demographic variables, 

female factory workers. 

 

I. INTRODUCTION 

Workers face challenges of managing their work and 

family roles, and importantly, these challenges have become 

more numerous and complex [1]. The focus towards 

work-family issues and work-family practices in particular, 

has been driven by a number of major demographic changes. 

These include the increased employment of women [2], the 

rising number of dual-career couples and single-parent 

families [3], and the enlargement of the elderly population  

[4]. 

The main objective of the study is: 

To examine the role of selected demographic variables in 

work-family conflict. 

To provide results that may help to improve circumstances 

and professional careers of female employees in South 

Africa. 

To provide results that may lead to a deeper understanding 

of the relationship between demographic variables and 

work-family conflict. 

 

II. HYPOTHESES 

Hypothesis - 1 

Ho –Age will not be significantly positively related to the 

work-family conflict that a female factory worker 

experiences. 
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H  – Age is significantly positively related to the 

work-family conflict that a female factory worker 

experiences. 

Hypothesis – 2 

Ho – Married female factory workers will not experience 

significantly more work-family conflict than single female 

factory workers. 

H – Married female factory workers will experience 

significantly more work-family conflict than single female 

factory workers. 

Hypothesis – 3 

H0 – The number of children that a female factory worker 

has will not be significantly positively related to the 

work-family conflict that she experiences. 

H3 – The number of children that a female factory worker 

has will be significantly positively related to the work-family 

conflict that she experiences. 

Hypothesis – 4 

H0 – Female factory workers a youngest child that is under 

six years of age will not experience more work-family 

conflict as compared to female factory workers with a 

youngest child above six years of age. 

H4 – Female factory workers with a youngest child under 

six years of age will experience more work-family conflict as 

compared to female factory workers with a youngest child 

above six years of age. 

 

III. SIGNIFICANCE OF THE STUDY 

Workforces are becoming increasingly diverse all over the 

world, and it is something to be appreciated. It, however, 

brings about many problems in the management of human 

resources that must be solved. One aspect of workforce 

diversity is the increasing number of women that are 

employed in many organisations. One major problem, which 

working women experience is work-family conflict, which 

often leads to high levels of stress [4]. This study will explore 

this problem in an attempt to unravel some of its complexities. 

It is hoped that the resulting knowledge will be of assistance 

to managers in all organisations. 

 

IV. AGE AND WORK-FAMILY CONFLICT 

According to many career models, individuals may view 

their careers differently depending on which age-related 

career stage they are in [5]. In particular, researchers have 

observed that, in early stages of their careers, individuals are 

often willing to sacrifice their personal lives in the interest of 

their career progression [6]. However, as individuals advance 

in age to the maturity stage of their careers, they have been 

found to place a greater emphasis on a balance between their 
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work and family lives when assessing their careers. Thus, 

because of the greater priority that individuals give to their 

family roles as they age, the career satisfaction of older 

individuals is likely to be more negatively affected by 

work-family conflict than that of younger individuals. 

 

V. MARITAL STATUS AND WORK-FAMILY CONFLICT 

Prior research has found that being married leads 

individuals to give their personal lives priority over their 

work lives [7]. Similarly, being a parent increases the 

importance to individuals of their family roles [7]. Because of 

the greater priority that individuals give to their family roles 

once they get married and/or have children, they may be more 

likely to be dissatisfied when their work roles spill over into 

their family roles than are individuals who are not married 

and/or do not have children. Thus, we expect married women 

to show more work-family conflict than unmarried ones. We 

also expect the number of children that a woman has to be 

significantly positively associated with work-family conflict. 

 

VI. CHILDREN AND WORK-FAMILY CONFLICT 

Research to date has established that work-family conflict 

increases as one’s obligation to the family expands through 

marriage and arrival of the children [8].  It also has been 

argued that this conflict will diminish, or at least decrease, as 

the age of the youngest child increases. Parents with children 

under the age of six had the highest levels of work-family 

conflict, followed by parents of school-age children [9]. 

Employees with no children reported the least amount of 

work-family conflict. It is therefore hypothesized that parents 

of younger children are likely to report higher levels of 

work-family conflict. 

 

VII. RESEARCH METHOD 

This research is of a non-experimental, exploratory and 

quantitative nature. A survey was conducted to collect the 

empirical data. Exploratory research is done to explore 

relatively unknown areas in order to gain new insight and 

understanding into a phenomenon. A sample of n=100 female 

factory workers was drawn in East London, in the Eastern 

Cape Province of South Africa. 

 

VIII. RESULTS 

A. Internal Consistency of the Main Measuring Scales 

The population sample for this research study involves five 

organisations. A sample of 100 female factory workers who 

are employed by companies in East London, Eastern Cape 

Province was used. The sampling approach which has been 

used in this study is the non-probability purposive sampling 

method.  Internal consistencies of scales used for rating 

questions on work-family conflict and occupational stress 

were sufficient and reliable with a Cronbach’s alpha of 0.72 

and 0.82 respectively. This confirms that these scales 

adequately measure the work-family conflict and 

occupational stress constructs. Since these scales were found 

to be reliable, i.e. they met the criteria of sufficient internal 

consistency (>0.70), these scales were accepted for further 

data analysis. 

B. Results 

1) Hypothesis 1: correlation between age and 

work-family conflict 

Ho –Age will not be significantly positively related to the 

work-family conflict that a female factory worker 

experiences. 

H1 – Age will be significantly positively related to the 

work-family conflict that a female factory worker 

experiences. 

As shown in Table One, age is significantly positively 

correlated with work-family conflict (r= 38, p=0.001). 

 
TABLE I: PEARSON CORRELATION OF WORK-FAMILY CONFLICT AND 

DEMOGRAPHIC VARIABLES 

Variable Age Marital Status 
Number of 

Children 

Work-family Conflict 0.383 -0.081 0.315 

Assistant channel (0.000)* (0.422) (0.002)* 

Note: Cell has Pearson’s correlation coefficient, r  and corresponding 

p-value (in brackets),   *p<0.05, (2-tailed). 

 

2) Hypothesis 2: correlation between marital status and 

work-family conflict 

Ho – Married female factory workers will not experience 

significantly more work-family conflict than single female 

factory workers. 

H2 – Married female factory workers will experience 

significantly more work-family conflict than single female 

factory workers. 

Table One shows that marital status is not significantly 

positively related to work-family conflict (r = -0.08, p = 

0.42). 

3) Hypothesis 3: correlation between number of children 

and work-family conflict 

H0 – The number of children that a female factory worker 

has will not be significantly positively related to the 

work-family conflict that she experiences. 

H3 – The number of children that a female factory worker 

has will be significantly positively related to the work-family 

conflict that she experiences. 

As exhibited in Table One, the number of children is 

significantly positively related to work-family conflict (r = 

0.32, p = 0.01). 

4) Hypothesis 4: correlation between age of last-born 

child and work-family conflict 

H0 – Female factory workers with a youngest child under 

six years of age will not experience more work-family 

conflict as compared to female factory workers with children 

above six years of age. 

H4 – Female factory workers with the last-born child under 

six years of age will experience more work-family conflict as 

compared to female factory workers with children above six 

years of age. 

As shown in Table One, age of youngest child is 

significantly positively related to work-family conflict (r = 

0.27, p = 0.01).  
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IX. DISCUSSION AND CONCLUSION 

As shown in Table One, age is significantly positively 

correlated with work-family conflict (r = 38, p = 0.001 < 

0.05). The research hypothesis (H1) is accepted. These 

findings are in line with the previous research findings. In 

particular researchers have observed that in early stages of 

their careers, individuals are often willing to sacrifice their 

personal lives in the interest of their career progression [6].  

Marital status is not significantly positively related to 

work-family conflict (r = -0.08, p = 0.42, > 0.05). The 

research hypothesis (H2) is rejected and null hypothesis (H0) 

accepted. These findings are in contrary to previous research 

findings. Prior research has found that being married leads 

individuals to give their personal lives priority over their 

work lives [7].  

The number of children is significantly positively related 

to work-family conflict (r = 0.32, p = 0.01, < 0.05). The 

research hypothesis (H3) is accepted. Research to date has 

established that work family conflict increases as one’s 

obligation to the family expands through the arrival of 

children [8].  

Age of the last born child is significantly positively related 

to work-family conflict (r = 0.27, p = 0.01, < 0.05). The 

research hypothesis H4 is accepted, i.e. women with children 

under six years of age experience more work-family conflict 

as compared to women with children above six years of age. 

Parents with children under the age of six had the highest 

levels of work-family conflict, followed by parents with 

school-age children [9]. 
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