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Abstract

The purpose of this study is to analyze the differences of work-life balance between women working with flexible
working hours and women working with non-flexible working hours. The objects of this research are the working
and married women with two different time management groups; the flexible group and the rigid/fixed group. The
data collection method applied in this study is the purposive sampling method with the samples consisting of the
women working as lecturers, insurance employees, bank employees and civil servants. The data used in this study
are the primary data collected from the questionnaires. This study used the independent sample t-test, and the results
show that there are differences of work life balance between women working with flexible working hours and
women working with inflexible working hours. The dimension that differentiates these two groups is on work
interference with personal life (WIPL) dimension in which the women in the flexible group could freely choose and
use their time to work so that they can balance their time used for their family and their job.

Keywords: Work-life balance; Flexible time management; Non- flexible time management; Working women.

[ (1}
@n CC BY: Creative Commons Attribution License 4.0

1. Introduction

In modern times today, the phenomenon of working women is a common thing. If the former role of women is
identical to domestic work, now they can take part in the open and start a career. From the results of a survey
conducted by Accenture which is a management consulting firm, technology services, and outsourcing that 42% of
women in Indonesia prefer work than staying home (http://bisnis.liputan6.com/read/2019532/42-wanita-ri-lebih-
pilih-bekerjadaripada -diam-di-rumah). Later, a survey by Grant Thornton stated that Indonesia's sixth career
woman in the world (http://www.cnnindonesia.com/gaya-hidup/20160308121332-277-116053/wanita-karier-
indonesia-terbanyak-keenam-di-dunia/). Kartono (2008) mentioned the background of women to work, the
economic motives, want to build a career, and the awareness that the development requires the labor of both men and
women. Ford and Langmaker (2007) Stated that the economic pressures that occurred in the last few decades have
become one of the causes of women plunged into the world of work. Can even be seen in daily life - some women
can occupy high positions in an organization.

According to Handayani (2013) at this time, there is a shift in the kind of work done by women, so the jobs that
used to be dominated by men, now mostly done by women. However, the involvement of women in the world of
work can be positive or negative. When viewed from the positive side, women can improve their quality by having a
job and implement the educational results obtained in the world of work and can contribute to an equal relationship
between husband and wife. Then, the negative impact that can occur if the woman is already married and while the
career is a woman has a complex role that will face the problems of life in work and family. If women have these
two positions, then one will not be maximum, such as reduced time for husband and child. Some women also even
neglect their self-interest because they prioritize the interests of work and family.

In a study conducted by Lyness (2014) women were deemed incapable of balancing between work and their family.
The higher the work and responsibilities given to women than more time need to be spent on the job, and it can
reduce the time for their family so that one of the roles will not be balanced. From these issues, women must balance
between their work life and family life. The existence of a balance between working life and life outside work such
as family, social, and community is called work life balance. Work life balance according to Frame (2003) means
that employees can freely use flexible working hours to balance their work or work with other commitments such as
family, hobbies, art, study and not just focus on their work. Then according to Moore (2007) , a good work life
balance is defined as a situation where workers feel able to balance work and personal life or other commitments.
Furthermore, according to Greenhaus (2003) work life balance is defined as a state when a person experiences a
balanced attachment and satisfaction in his or her role as a worker and within the family. Another point was
suggested by Voydanoff (2004) that the balance of family labor is a state when the individual feels effective and
feels satisfaction in the role of family and work that matches his or her life-scale priorities. In the world of work,
there are two types of work, flexible working arrangements, and inflexible work arrangements. Then one form of
flexible work arrangement is flexi-time, according to Hooks (2000) flexi-time is to work with a certain humber of
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hours with greater flexibility or work not as much as working hours set in the office. Sabeer Dasgupta, Chief
Operation Officer of InMobile Solution, said that flexible working hours make employees more productive .
(http://lifestyle.kompas.com/read/2013/12/02/1323057/Jam.Kerja.Fleksibel.Bikin.Karyawan.Lebih.Produktif). Types
of work that usually apply a flexible work arrangement are lecturers, insurance employees, online business, and so
forth. Different things experienced by employees who work with inflexible working time arrangements, working
hours have been set, and during the working hours employees continue to work to a predetermined limit and
employees are not allowed to do work other than those assigned to the employees themselves. Bank employees and
civil servants are jobs that are considered as an inflexible working arrangement. In previous research conducted by
Esther (2017) which is a research, the literature showed that flexible working arrangements affect work life balance.
Then, research conducted by Achmad (2015) examined the relationship of burnout with work life balance in female
lecturers. The difference of this study with previous analyses is that this study will analyze work life balance
practices and not only from one group of work but two, flexible and inflexible working arrangement, where the two
groups of workers will be compared.

Based on the above descriptions, the problem in this study is whether there are differences in work life balance
in working women using flexible work arrangements and working women who use inflexible work arrangements?
The purpose of this study was to analyze differences in work life balance in women who work using flexible work
arrangements and women who work using inflexible work arrangements. It is expected that the results of this study
will provide benefits to the company to provide answers to what should the company do to its female employees for
the role of women in the family and work remains balanced. And help female employees who want to keep a career
without sacrificing time with family.

2. Literature Review

2.1. Work L.ife Balance

Delecta (2011) stated that work life balance is defined as the ability of individuals to fulfill their work and
family commitments, as well as other non-work responsibilities. (Beauregard, 2009) stated that work life balance is
an effective practice to produce a positive effect in looking at the relationship between work and family. Then,
Kalliath (2008) describe work life balance as a balanced achievement and fulfillment of family needs and job
responsibilities that result in employee job satisfaction as well as employees' sense of fairness towards work and
family responsibilities. Then Robbins (2010) argue that work life balance is the extent to which individuals are
engaged and equally satisfied with time and psychological involvement with their roles in working life and personal
life (e.g., with spouses, parents, friends, and community members), and there is no conflict between the two parts.

Furthermore, Schermerhorn (2005) reveals that work life balance is a person's ability to balance work demands
with personal and family needs, an employee will not consider himself fortunate if his personal and family needs are
not met well, even if the employee gets good facilities and high salaries from the company where they work but if
personal and family needs are not met then the employee feels himself not successful in the career and productivity
becomes low. Greenhaus (2003) define work life balance as a stage in which a person is tied to balance between the
responsibility of the job and his / her responsibilities in the family/life, and he is satisfied with it. Grawitch (2006)
argue that work life balance contributes to employee engagement (employee engagement and organizational
commitment), which in turn contributes to higher productivity and lower turnover. According to Robbins (2010),
work life balance program includes resources in the care of parents and children, health care and employee welfare,
relocation, and others.

Based on the above definitions, it can be concluded that work life balance is the balance of life of an individual
in carrying out his role as a worker who has multiple roles namely the role in work life and personal life (family), if
the individual is successful in achieving balance in his role in the world of work, and within the family then it can be
said that the individual reaches work life balance. According to Fisher (2001), work life balance includes four
essential components: a) Time, including the amount of time spent working compared to the time for other activities
outside the workplace. b) Behavior, including the action to achieve the desired goal. It is based on one's belief that he
is capable of achieving what he wants in his work and his personal goals. ¢) Tension (strain), including anxiety,
pressure, loss of personal importance and difficulty maintaining attention. d) Energy, including energy used to
achieve the expected goals. Energy is a limited source in human beings so that if an individual lacks the energy to
perform an activity, then it can increase stress. Fisher (2001) classifies work life balance into three dimensions:
WIPL (work interference with personal life) that reflects the extent to which individual work can interfere with
personal life, and personal life interference work (PLIW) reflecting the extent to which individual personal life
interferes with the life of the work , WEPL (work enhancement of personal life) that reflects the extent to which
work can improve the quality of individual personal life. Then, some researchers added another dimension to
measuring work life balance that is PLEW (personal life enhancement of work) which reflects the extent to which
personal life can improve individual performance in the workplace.

Another point mentions benefits with the existence of work life balance programs include: 1) Reduced
absenteeism, usually the cause of the passing of employees is the responsibility of the family and personal stress
factors. This problem can be solved by flexible working hours. 2) Reduced turnover, flexible working hours proved
effective in keeping employees' commitment to the company. 3) Increased productivity, minimize the level of work
stress will affect the increase in employee productivity. 4) Reduced overtime costs, flexible working hours schedules
have a good impact on reducing overtime and stress prolonged by reducing overtime and increasing employee
productivity. 5) Client retention, flexible working hours make employees give more value to clients. When
employees provide greater service, it helps to retain clients because the client's satisfaction increases.
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According to McDonald (2005) there are four ways of measuring work life balance are 1) The balance of time,
concerning the amount of time given to work and activities outside of work. 2) The balance of involvement, level of
psychological involvement and commitment in work or outside work. 3) The balance of satisfaction, related to the
level of job satisfaction at work and things outside of work. Indicators that will be used as a reference in this study
are indicators that have been proposed by Fisher (2001) that is WIPL (work interference with personal life), PLIW
(personal life interference with work), WEPL (work enhancement of personal life) and an additional dimension from
is PLEW (personal life enhancement of work)

2.2. Flexible Working Arrangement

According to Su’ud (2007) working hours is the time to do the work, can be done during the day or night.
Planning future jobs is a time-honoring measure. If work planning has not been carefully established, nothing can be
a guide to determine that the business is aligned with the objectives to be achieved. With the management of
activities to be created, a person can save time and work. Then, Komaruddin (2006) suggests that working hours
analysis is the process of determining the number of hours a person is employed or needed to complete a job within a
certain time. Working hours are the most common part of a company. Employee hours are generally determined by
the company's leaders based on the company's needs, government regulations, employees' capabilities. According to
Almer and Kaplan (2002), the flexible working hours arrangement is a form of arrangement that can either work
with fewer working hours (reduced working hours) or work with the same amount of time but with greater flexibility
when working hours.

Blair (2002) argue that flexible working hours arrangements can be a win-win situation for companies and
employees through job designs where employees can work at home, at work, or throughout the workweek.
According to Schwartz (1994), flexible working hours is a form of flexible working practices, such as 1) Working
from home, which provides the opportunity to complete regular office work from home. 2) Job sharing (a division of
work), i.e., someone sharing a job with others with the salary distribution by the portion of their respective jobs. 3)
Teleworking (working remotely), which is doing a task from a remote place that is done on a regular basis. 4)
Compressed hours (hours worked), which set the working hours to stay 40 hours or less per week for example by
making 4 times 10 hours or 3 times 12 hours. 5) Part-time work (part-time work), working part-time with a certain
number of hours on a certain day, e.g., an employee only work three days a week. 6) Self-rostering (self-scheduling
schedule), create your own schedule that allows office services to keep running. 7) Flexitime (working with flexible
time), work with loose time settings. According to Hooks (2000), flexible hours is one form of flexible working
hours practices, where employees are directed to work with a certain number of hours with greater flexibility or
working less than the hours worked in the office. According to Ridley (2008) stating that a more flexible work plan
has a period or period in which in those days employees must be present, this is known as core time. Dunham (1996)
suggest that the effects of job design flexibly focus on their impact on organizational productivity, the impact on
employees' ability to regulate work and family responsibilities, the impact on employee job stress, and the impact on
employee attitudes and morale.

From the above exposure it can be concluded that flexible work arrangements are arrangements that allow
employees to manage their working hours in accordance with their personal responsibilities and flexible work
arrangements can help employees to fulfill responsibilities in their own work environment and personal environment
so that no responsibility the neglected and the tasks that need to be done can be done with the maximum.

2.3. Hypotheses Development

Past research by Handayani (2013) and Lyness (2014) suggested the results of their research on the balance of
family work in which female employees can not balance life in the world of work and life in their families because it
has two roles, a worker and a role as a housewife so that both roles cannot be done with the maximum. So from the
problems, various studies have been done related to the work balance of the family began research conducted by
Achmad (2015) who examines the relationship of burnout with work life balance in female lecturers, the results of
the study showed there is a relationship between burnout with work life balance in lecturers women where the higher
the burnout, the lower the work life balance and vice versa the lower the burnout the higher the work life balance.
Later research by Esther (2017) proved theoretically based on a literature review that flexible work arrangements
help employees to balance work and family. So the hypothesis proposed by the researcher is “there is a difference in
work life balance in women who work using flexible work arrangements, and women work using inflexible work
arrangements.”

3. Methodology/Materials

This research includes the type of quantitative research. According to Sugiyono (2014), quantitative research is
a research method based on the philosophy of positivism, used to examine the population or a particular sample;
sampling techniques are generally done randomly, data collection using research instruments, quantitative/statistical
data analysis with the aim to test the predefined hypothesis. The type of quantitative research used is comparative
quantitative research, Sugiyono (2006) suggests that comparative quantitative research is a study comparing the
existence of one or more variables in two or more different samples, or at different times.
The population in this study was 200 female workers. Samples to be taken include 100 female workers who use
flexible work arrangements and 100 women workers who use inflexible work arrangements. Sampling technique
used in this research is purposive sampling. Purposive sampling is a technique of determining the sample with
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considerations or certain criteria in the sampling in accordance with the purpose of the study. The criteria used in this
study were the first married female workers, both using flexible work arrangements or inflexible work arrangements.
Flexible working arrangements are flexible working arrangements, the types of work with flexible work
arrangements that will serve as objects of this study are lecturers and insurance employees. Then the work
arrangement is not flexible is the form of work arrangements to employees where the working time has been set by
the company such as working from Monday to Friday from 08.00 to 16.00, the type of work with flexible work
arrangements that will serve as objects are employees of banks and civil servants civil.

Data collection is done by distributing questionnaires/questionnaires to female workers using flexible work
arrangements and inflexible work arrangements. According Sugiyono (2014) questionnaire is a technique of data
collection conducted with the act of giving a set of questions or written statement to the respondent to be answered.
Questionnaires to be distributed to the object amounted to 200 questionnaires in which 100 questionnaires for female
workers using flexible work arrangements and 100 questionnaires for female workers using inflexible work
arrangements. The questionnaire was taken from Laela (2015).

Before the test t test first tested the Validity and Reliability of the questionnaire. According to Sugiyono (2014),
Validity test is a degree of accuracy between the actual data occurs with data collected by researchers. Furthermore,
the Reliability test is a test performed to find out if two or more researchers in the same object produce the same data
or the same researcher in different time produces the same data, or a group of data when split shows no different
data. In this research, the analytical method used is statistical analysis or statistical test by using Two Independent
Samples T test that is to know whether there are differences in work life balance on employees who use flexible
work arrangements and employees who use work settings not flexible.

4. Results and Findings

4.1. Results

The questionnaires were distributed with the work life balance variables to the respondents as many as 200
questionnaires where for 100 questionnaires were distributed to women working with flexible working hours and
100 questionnaires to women working in inflexible working hours. Below is the characteristic data of the
respondents.

By looking at the self-identity of the respondents then there are four types of occupations of respondents who
have been elected are lecturers, insurance agents, bank employees, and civil servants. Then, it can be concluded that
the type of work of the most respondents is bank employees that are 70 people with 35% percentage, then the type of
work is at least 30 civil servants with a percentage of 15%. Furthermore, in the age category of the respondents, it
can be concluded that the age of the most respondents are in the age group 31-40 and 41-50, the two age groups have
the number of respondents each 91 people with a percentage of 45.5%. We can see that at that age women are
productive at work. For the lowest age group is in the category of 20-30 years. In the age group of 51-60 years, there
are 13 respondents with a percentage of 6.5%. In the identity with the category of income, divided into three groups
of salaries under Rp 1,500,000, salaries under Rp 3,000,000, and salaries above Rp 3,000,000. The group most
preferred by repsonden is the salary group above Rp 3,000,000 with the percentage of 84%, then the group of salary
that the least selected by the respondent is the salary group under Rp 3,000,000. As for the wage group under
Rp1.500.000 not selected by the respondent so that the number remains 0 with a percentage of 0%.

In the category of work hours per day, the time most used by respondents is 8 hours per day with the number of
109 people with 54.5% percentage. Then, hours of work per day the least used by respondents is working hours less
than 8 hours a day, i.e., as many as four people with 2% percentage. Then for the weekday work, divided into five
groups namely five working days, six working days, and no special time (free). The most widely used weekday
workweek by the respondents is five working days, 114 people with 57% percentage. While the lowest group used
by the respondent is six working days with the number of respondents of 8 people constitutes as much as 4%
percentage. Subsequently, respondents who used unpredictable (free) working days were 78 people with a
percentage of 39%.

Respondents in this study are determined on two types of work that is work that uses flexible work
arrangements, and jobs that use work settings are not flexible. In both types of work, the occupational categories
chosen for flexible working arrangements are women who work as lecturers and insurance agents. As for the
inflexible working, arrangements are women who work with banks and civil servants. Respondents who work as
lecturers work at Satya Wacana Christian University (SWCU) as much as 42 people with a percentage of 21%, then
for insurance agents work on the company Bumiputera as many as seven people, Jiwasraya amounted to 1 person,
and Prudential as many as 50 people. Then, for bank employees working in Bank Mandiri and BCA companies each
amounted to 1 person, Panin Bank, and Danamon respectively four people, then BNI amounted to 3 people and
respondents who work most at the BRI of 56 people with a percentage of 28%. Then, who worked on the Regional
Secretariat as many as 30 people.

This study will analyze differences in work life balance in women who work using flexible work arrangements
and women who work using inflexible work arrangements. The dimension of the work interference with personal
life (WIPL) reflects the extent to which individual work can interfere with his or her personal life, so if the category
is lower then it is better because it indicates that the work undertaken does not interfere with personal life so that his
work life balance will be good . Vice versa, if the category is higher then it shows that the work interfere with
personal life. The dimension of personal life interference work (PLIW) reflects the extent to which individual
personal life interferes with the life of the work, if the category is lower then it indicates that the individual's
personal life does not interfere with the life of his work or vice versa, if the category is higher then it indicates that
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personal life individuals are increasingly disrupting the life of work. In the personal life enhancement of work
(PLEW) dimension reflects the extent to which one's personal life can improve individual performance in the
workforce. If the this category gets higher then it gets better, it shows that support from one's personal life can help
to boost performance in doing one’s work. If both roles are role in personal life and role in work mutually support
then work life balance will be better.

For the work enhancement of personal life (WEPL) dimension to reflect the extent to which the work can
improve the quality of individual personal life, this again shows that if the categories fall into the higher category
then the work undertaken helps the individual to maintain family life to further improve the quality in family life so
it will help to improve work life balance. From the data of these tables, it can be concluded that for very high
category there are eight statements in the group of women who work using flexible working hours and seven
statements on groups of women working using inflexible working hours arrangements. Then, for the high category is
not found in the group of women who work using flexible working hours arrangements, while for groups of women
working using inflexible working hours there are five statements that can be categorized as high. Then, for the
sufficient category, there are two statements in the flexible group and eight statements in the inflexible group. For
the low category there are ten statements for flexible groups and four statements for inflexible groups. Then, for the
latter category of very low category there are four statements for the flexible group and there is no very low category
for the inflexible group. Thus, the overall average value in the flexible group was 3.18 with sufficient category and
3.45 in the inflexible group with the high category.

The average result of the time indicator (time of work affecting time in private life) represents four statements.
Of the four statements, the average outcome of the respondents who responded to the group of women working
using flexible working hours arrangement was 2.09, and the mean result in the inflexible group was 3.46. In the
stiffness indicator answered by the flexible group obtained an average result of 1.63, while for the inflexible group
the average result was 2.71. For the behavioral indicator, the average group flexible outcome was 2.34, and the
inflation group's average yield was 2.98. On the average result stress indicator obtained as much as 2.34 ago in the
inflexible group, the average results obtained as much as 3.01. Furthermore, in the family indicator, the average
results obtained in the flexible work arrangement group were 2.33, and the mean results in the inflexible group were
3.20. In the time indicator (time in personal life affects the workplace time) results, the average group's flexible
outcome yields 2.03, and the average yield on the inflexible group is 2.47.

For an indicator of emotional state, the average results obtained in the flexible group were 4.44, and the mean
result in the inflexible group was 4.26. Then, for the job satisfaction indicator, the average yield obtained in the
flexible group was 4.22, and the mean result in the inflexible group was 4.12. For indicators of workplace support,
the average results obtained in the flexible group were 3.18, and the mean results in the inflexible group were 3.45.

4.2. Discussions

From t-Test, testing can be obtained the result that there are differences in work life balance in women who
work using flexible working hours arrangements and women who work using the arrangement of working hours is
not flexible. The list of statements given to the two groups of respondents shows the differences in work life balance
in both groups. Then the work life balance variable has four dimensions: 1) Work Interference with Personal Life,
the indicators covered in this dimension are time, stiffness, and behavior. 2) Personal Life Interference Work, the
indicators contained in this dimension are stress, family, and time. 3) Personal Life Enhancement of Work, the
indicators covered are emotional conditions and family support. 4) Work Enhancement of Personal Life, with two
indicators of job satisfaction, and support at work.

In the dimension of work interference with personal life with time indicator (time of work affecting time in
private life) in flexible group fall into low category. This dimension indicates that women who work using flexible
working hours are not distracted by the time at work and their family, so the routine that is undertaken in the
workplace no longer interfere with the routine with the family. Flexible groups do not feel the worry about the
number of working hours that will disrupt the time with the family because the hours are free. Then for the result of
the time indicator in the group using inflexible working hours arrangement included in the high category, the two
groups showed a very different comparison on the category. This category shows that the inflexible group still tends
to use overtime, and has a solid working hour so as not to give affection or attention to their children and then
disturb the time with the family. Even the group is still busy doing work after work. Therefore, they use more time to
work, so it is not uncommon for unmanaged working groups to tend to balance the time between work and family.

For the stiffness indicator, the two groups also showed different results in which the flexible group was
categorized as very low while the inflexible group was categorized as sufficient. Stability indicators in flexible
groups fall into very low categories because flexible groups have no difficulty in managing personal life and job
demands because they can be done at their own personal preferences because there are no working hours, flexible
groups are free to choose when it's time to work and when it's time to doing family responsibilities. In contrast to
groups that work inflexibly, their working hours are set from the company so that time to work is uncertain, and
tends to be difficult to prioritize important things between family and work so that often important priorities in
ordinary families are ignored because the rules of the place work that requires to work on business hours determined.
by the company in the behavioral indicator, there are also differences in categories where flexible groups fall into the
low category while the inflexible group included in the category enough. This shows that the behaviors of flexible
group respondents do not neglect responsibility in the family due to job demands. The attitude of this flexible group
keeps balance between family and work is evidenced by the disapproval of those who do not often leave
responsibility in the family for job demands. When with family, flexible groups do not do their work, so time for
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family is really used for family. However, in the inflexible group who earn sufficient categories that indicate that the
inflexible group sometimes feels more focused on their work, it is not uncommon for family responsibilities to be
left in advance to complete work in the company or office. But not many of the inflexible groups leave no
responsibility in the family so choose to be neutral in their behavior.

Furthermore, for the personal life interference work dimension of the stress indicator, the two groups show the
different categories in which the flexible group is in the low category and the inflexible group is included in
sufficient categories. Both categories differences show that the stress experienced by flexible groups and inflexible
groups is also different. The low category shown by the flexible group shows the flexible group is not disturbed by
their personal life while working while working the thinking thing is the job so stay focused on doing the job. Then
do not feel disturbed by things in the life of his family because when working things that are considered is the
responsibility of work, then at the time after work then they think of responsibility outside of his work. Then, in an
inflexible group whose categorical results are sufficient, it indicates that the group still thinks about the family while
working and is concerned about its responsibilities in the family, this is because less time is given to families where
flexible groups tend to spend more time on premises work so that the responsibility that has not been done for the
family will always be thought of while working because the responsibility in the family has not been resolved and
then have to work again in the office.

In the family indicator, it also shows the different categories in which the flexible group fall into the low
category while the inflexible group is in enough category. Flexible groups have no difficulty in completing their
work because they have to take care of the child and husband first because the group has plenty of time to take care
of the family and feel not worried about things to do for the family because it is done well. However, the inflexible
group still tends to worry about the things that should be done to the family at work because of the lack of time with
the family which causes inflexible groups to worry about their responsibilities in the family. Not infrequently they
also have difficulty in completing work at work because the responsibility in the family has not been completed so
that both responsibilities are not balanced.

Then the time indicator (time in personal life affects time at work) also shows the different categories in which
flexible groups fall into low categories and inflexible groups fall into enough categories. The time in private life that
flexible groups use does not affect the time at work, so they rarely delay procrastinating work because of the time
demands at home, it is flexible groups because they can divide their time with family and work, the group does not
delay her work at work because she has completed the responsibilities at home on time and does not interfere with
her workplace responsibilities. In the inflexible group, they tend to feel that time in their personal life also affects
their time at work because they still carry out responsibilities within the family even though it should be used by
them to work so that not infrequently they still postpone responsibility in their work in the office because of the
demands of time at home and having to complete the responsibilities at home earlier.

Furthermore, in the personal life enhancement of work dimension with emotional condition indicator
experienced by flexible group and inflexible group does not show the difference in the indicator so that both groups
are equally in very high category. This happens because both groups are equally happy and eager to work when
family responsibilities have been made so that they can focus on doing responsibilities in the office. Also, both
groups also felt that better emotional states could be felt when families provided better energy and mood and were
experienced by both groups. Then for indicators of support from families both groups are equally needing and
getting support from the family while working. Family support is the motivation and encouragement for both groups
in doing the work.

For the work enhancement of personal life dimension with job satisfaction indicator, flexible group is in very
high category; it shows that they are very satisfied with their work because besides that task given at work place can
eliminate tension happened in private life so that moment work they can forget the tension. Similarly, the group is
inflexible, although the inflexible group categories are high in categories, but they also feel that the work done by the
group is able to remove the tensions they experience because of problems caused by their personal lives. For
indicators of on-the-job support, these two groups are equally very high, indicating that although both groups have
different working hours arrangements that are flexible and inflexible, but support from the workplace is still given to
the two groups, for example, they remain allowed to contact family during working hours.

From the results of the exposure to the indicators above can be seen that, very different indicators seen in the
time indicator where the flexible group answered low while the flexible group answered high, the time difference
used by both groups affect the life to be lived with family, where to flexible groups of time used freely or they can
do the job anytime because it is erratic and unregulated so that the time with the family will not be ignored, therefore
the time of work and time with family balanced. In contrast to groups that use inflexible work arrangements,
working hours are more manageable, e.g., from 8:00 to 16:00 per day so at that time they have to do their work, and
if at the same time the family also needs them then one should be sacrificed. Although after 8 hours, the time after
work can be used with family, but will not maximal because of fatigue in doing the job, so there is no balance
between work and family. From these time differences will impact on various other factors such as job
responsibilities that should be done at home for the family to be rarely done because of the amount of time spent to
discharge work in the office.

From the research conducted by Handayani (2013) and Lyness (2014) stated that female employees can not
balance between life in the workplace and their families because it has two roles, namely the role of housewife and
the role of worker, research can answer that women can balance workplace life and life in their families by working
with flexible working hours. This is evident in this study, where in this study women who do work with flexible
working hours can balance between family life and workplace life.
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As Blair (2002) argue that flexible working hours arrangements can be a win-win situation for companies and
employees through job designs where employees can work at home, at work, or throughout the workweek. That way
employees can freely determine the time to work and time to carry out responsibilities at home. So when doing
responsibilities at home no longer disturbed by the task of the office, vice versa.

5. Conclusion

Based on the results of research that has been done, it can be concluded that there are differences in work life
balance in women who work using flexible work arrangements and women work using inflexible work
arrangements. The most visible aspect of these two groups is in the work interference with personal life (WIPL)
dimension where flexible groups can freely choose and use their time to work so they can balance the time spent on
the family and for work, then work that is not rigid. In contrast to inflexible groups that have hectic working hours
are even still busy doing the job though after coming home from work, and have a set working hours that seem rigid
and difficult to balance between personal life and life in their work.

The findings of this study suggest that there is a difference in work life balance in women who work using
flexible work arrangements and women work using inflexible work arrangements, so the findings support previous
researches examined by Handayani (2013) as well as Lyness (2014) who presented the results of their research on
work life balance where female employees can not balance the time in his working life and life in his family because
it has two roles, namely the role of a worker and the role of a housewife so that both roles can not done with the
maximum. Then support research conducted by Esther (2017) which states that flexible work arrangements help
employees to balance work and family. Then in this study, the side that shows the most significant difference is in
the dimension of work interference with personal life (WIPL) regarding time, stiffness and personal dimensions of
personal interference work (PLIW) seen on the side of family influence.

5.1. Suggestions

Things that can be suggested in this study, especially for the company, is the company should not add work to
the employees at the weekend because on a normal day has been used to do the job so that the time of the weekend
given to employees to gather with family, for example not assigning employees out of town during the weekend .
Then, the company may provide benefits not only to the individual of the employee but may compensate family
members such as providing educational allowances, and other benefits. So that employees get support from families
such as families provide energy, as well as a better mood to perform tasks at work.

In this study, there are some limitations on this questionnaire statement submitted to the respondent is closed, so
it is not possible for the respondent to give a reason. So anything else that should be explored to find other problems
is limited. Furthermore, another limitation in this study is to use only one variable that is work life balance, so this
research only look from the point of view in the research variables. Then further study is needed on how women can
work well and harmoniously so that life in the family and workplace remains balanced.

Subsequent research is still very necessary to do, by looking at the various limitations that exist in this study
then it should be in subsequent research can add research data for example in addition to providing questionnaires to
respondents can also do some interviews so that information less in the questionnaire can be added to supporting the
discussion to be made so that it can add knowledge in the research. Then another suggestion is that researchers
should further add other variables that can be related to work life balance variables. Then, the next suggestion is to
conduct research that can provide solutions for working women to balance between life in the family and life in the
work.
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