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Abstract

The following study will analyze the work-family conciliation variable and how this affects the organizational
commitment and job satisfaction of municipal workers. It is important that organizations consider setting up
actions that help Work-Family Conciliation; given that, an imbalance in this area can affect the development of an
employee’s work and can also interfere with performance and absence levels within the organization. A survey was
given to 387 municipal workers, and we used structural equations for the data analysis. A study was performed
with two different approaches to analyze whether there are any differences: the first is divided by gender (male-
female), and the second by years of service (less than 10 years and greater than or equal to 10 years). The statistical
techniques used to measure internal consistency were the Cronbach’s alpha coefficient; to establish the parameters
of the relationships, a causal modeling of structural equations; and to assess moderation, factor invariance analyzes
were performed. According to the results, the work-family conciliation does affect the organizational commitment
and job satisfaction; therefore, both proposed hypotheses are accepted in the investigation. Regarding the studied
approaches, the data provide evidence where result differentiated by gender exists; therefore, men and women
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value the variables under study differently, but this
does not exist for years of service, according to their
permanence in the municipality, the officials don't
show differentiated behaviors, but rather it is a cross-
cutting phenomenon.

Keywords: Quality of work life; Work-family
conciliation; Organizational commitment;
Job satisfaction.

Resumen

En el siguiente estudio se analiza la variable
conciliaciéon trabajo-familia y como ésta afecta el
compromiso hacia la organizacion y a la satisfaccion
laboral de funcionarios municipales. Es importante
que las organizaciones consideren instaurar acciones
que ayuden la Conciliacion Trabajo - Familia, ya
que un desequilibrio en este d&mbito puede afectar
el desarrollo de las labores del empleado, pudiendo
también interferir en los niveles de desempefio y
ausentismo dentro de la organizacién. Se aplicé una
encuesta a 387 funcionarios municipales. Se hizo un
estudio con dos enfoques: el primero estd dividido
por género (masculino - femenino) y el segundo por
antigiiedad laboral (menores de 10 afios y mayor o igual
a 10 anos), con el fin de analizar si existen diferencias
entre los grupos. Las técnicas estadisticas utilizadas
para medir la consistencia interna fueron el coeficiente
alfa de Cronbach; para establecer los parametros de
las relaciones se realizd un modelamiento causal de
ecuaciones estructurales; y para evaluar la moderacion,
se efectuaron analisis de invarianza factorial. De
acuerdo con los resultados obtenidos la conciliacién
trabajo-familia afecta positivamente a la satisfaccion
laboral y el compromiso organizacional, por lo cual se
aceptan ambas hipdtesis propuestas en la investigacion.
En lo que respecta a los enfoques estudiados, los datos
entregan evidencia de que el resultado diferenciado
por género existe, por ende, hombres y mujeres
valoran de manera distinta las variables en estudio,
pero no asi por antigiiedad laboral, los funcionarios,
de acuerdo con su permanencia en el municipio, no
muestran comportamientos diferenciados, sino que es
un fenémeno transversal.

Palabras Clave: Calidad de vida laboral;
Conciliacion trabajo-familia; Compromiso
organizacional; Satisfaccién laboral.

1. Introduction

It is important that organizations consider
establish actions that help Work-Family
Conciliation. Several authors explain that
when an organization installs policies
that boost family and work life balance it
gets several benefits such as: increase in
productivity, more organizational motivation
and commitment, decrease of work

absenteeism, increase of wellbeing, and more
job satisfaction (Foley, Hang-Yue, and Lui,
2005; Miner-Rubino, Settles, and Stewart,
2009; Solvas and Martinez-Costa, 2012).

The Work-family conflict originates when
one of the areas requires more time and
energy (family or work), which diminish the
ability to execute the other. This could reduce
the employee’s satisfaction and commitment
to the organization. Therefore, organizations
should establish practices that allows
conciliation of its employee’s family and work,
to improve human resources management
(Pérez, Vela, Abella, and Martinez, 2015).

According to a survey, made by Adecco
Chile (2021), on the conciliation between
professional and personal life, there are
many survey responders that can reconcile
both of those worlds, a few others highlight
the significance of self-management which
allows them to achieve such wanted balance.
On the other hand, there is a large group
not able to establish this balance, because
of schedule, workload, and travel times. On
that subject, Palma, Corporate of Social
Responsibility Director of Adecco Chile,
suggests work, family, and personal life
conciliation as the foundation for a real
transformation of businesses, because of the
relevance of this subject on society’s future.
The concern for wellbeing creates a bigger
sense of belonging and more commitment
from the employees.

Duringthelastyears, Chile’smunicipalities
started to have a bigger politic, economic,
and social significance, since municipalities
are state administration agencies; closest
to the community, and in charge of solving
their most urgent needs (Chiang and San
Martin, 2015). The public sector has not been
well assessed on the work and family life
conciliation area, because of the long working
hours, resulting in workers feeling more
pressure, more stressful and anxious, which
creates an unbalance on their wellbeing
(Jiménez and Gomez, 2021).

Work-family conciliation is important to
assessbecauseitdirectly affectsthe employee,
it interferes on their work development, thus
affecting the organization. For this reason,
the study will help on the improvement on
human resources management and will also
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help to know the levels of organizational
commitment and job satisfaction of municipal
workers.

As stated above, the main goal of this
study is to analyze the work-family variable,
and how it affects the commitment towards
the organization and work satisfaction of
municipal workers.

Two general hypotheses of causality
were formulated for this study, which are
subdivided onto 4 sub-hypothesis considering
strata defined by gender (Male/Female)
and years of service (<10 years/=10 years);
and two additional hypothesis obtained by
comparing each stratum, in other words:

H1= Work-family conciliation balance
has a positive effect over job satisfaction.

e HIA: On males, work- family
conciliation balance has a positive
effect over work satisfaction.

e HIB: On females, work-family
conciliation balance has a positive
effect on job satisfaction.

* HIC: There are statistically significant
differences between gendersregarding
causal coefficient’s magnitude.

*  HI1D: On people with less than 10 years
of service, work-family conciliation
balance has a positive effect over job
satisfaction.

e HIE: On people with less than 10 years
of service, work-family conciliation
balance has a positive effect over job
satisfaction.

e HIF: There are statistically significant

differences between both groups
regarding causal coefficient’s
magnitude.

H2= Work-family conciliation balance
has a positive effect over organizational
commitment.

e H2A: On males, work- family
conciliation balance has a positive
effect over organizational commitment.

e H2B: On females, work- family
conciliation balance has a positive
effect over organizational commitment.

e H2C: There are statistically significant

differences between gendersregarding
causal coefficient’s magnitude.
H2D: On people with less than 10 years
of service, work-family conciliation
balance has a positive effect over
organizational commitment.

e H2E: On people with 10 or more years
of service, work-family conciliation
balance has a positive effect over
organizational commitment.

e H2F: There are statistically significant

differences between both groups
regarding causal coefficient’s
magnitude.

2. Literature review

2.1. Work-family conciliation

People are looking for a better life quality,
consequently work-family conciliation must
be important for the business. With the
changes on the family structure, there is
an increase of families where both spouses
work, and single-parent families. To achieve
a good management of human resources, the
business must consider all this changes and
establish flexible work practices (Pérez et al.,
2015).

Kirchmeyer (2000) considers balance as
the satisfaction on all aspects of life, which
requires personal resources, energy, time,
and commitment to deliver in all fields.
Poelmans (2001) highlights two kinds of
approaches on his theoretical classifications:
the one that studies the interferences of work
on families, and the one that analyses the
interferences of families on work.

In Chile, the Servicio Nacional de la Mujer
(National Women'’s Services) (2003), defines
it as initiatives taken on by organizations
- additional to what the law establishes-
intended to create the conditions that
allows workers to fulfill work and family
responsibilities effectively, resulting in a
more harmonious relationship between
family life, work life, and equity between
men and women.

In 2009, Chinchilla and Pugal stated
that initially the concept of conciliation was
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fundamentally aboutthe need of materializing
the conciliation’s encouraging measures,
measures that cover from state laws and
policies, to measures in businesses. These
requirements are based on the limitations of
organizing work, because it is still designed
for male employees and families with one
source of income where their work schedules
are incompatible: for example, with childcare.

It is no uncommon to find difficulties to
conciliate professional life and family life,
experiencing a constant stress due to the
lack of time and energy to be able to do
all the activities such as care of children,
home maintenance, and the demands
of the workplace. For this reason, it’s
complex to balance both areas, because
on many occasions the stress generated
on the workplace is unleashed at home, or
family problems can interfere with work
responsibilities. (Jiménez, Bravo, and Toledo,
2020)

This conflictinvolves different participants,
among which are the public services, related
to the promotion of work policies that have a
positive impact on the conciliation of these
areas; in addition, the businesses must offer
services that efficiently support families
when focusing on the workers new needs,
and the minimal measures mandatory by law
(Jiménez and Gomez, 2021).

2.2. Organizational Commitment

The increase of employees’ commitment
is a highlighted component, because highly
committed personnel members have more
probabilities of reach the organization’s goals,
and share the organization’s values, like
mission and vision (Knox and Walker, 2003).
In addition, committed employees are often
more loyal and have a better performance on
the job; they share and are willing to spread
the positive aspects of the business among
other things (Allen and Shanock, 2013).

Regarding the definition of commitment,
in 1974 Porter, Steers, Mowday, and
Boulain stated that it is the believing in the
organization goals and values, having the
will to make a considerable effort in the
organization’s benefit, and finally, wanting
to keep being part of it. Then, Meyer and Alle
(1991) defined organizational commitment

as a psychological state that marks the
relationship between a person and an
organization, which implies consequences
regarding the decision of leaving or keep
working in the organization. A year later,
Alvarez (1992), presents that commitment is a
concept connected to the good disposition of
the employee or worker towards work, good
will, and sense of loyalty to the business.

According to Harter, Schmidt, and Hayes
(2002), work commitment includes the
individual’s involvement, satisfaction and
enthusiasm for their work. Afterwards, in
2006, Kinichi and Kreitner, proposed that
organizational commitment symbolize
a person’s level of identifying with an
organization, and his/her commitment or
involvement with its goals. Then, to Chiang,
Gomez, and Wackerling (2016), it’s the
strength with which an individual feels
connected to an organization, and it implies
a course of action that will be relevant for it.

2.3. Job Satisfaction

Job satisfaction has been of great interest
to many authors; therefore, there is a
big assortment of definitions about it. As
mentioned by Chiang, Martin, and Nuhez
(2010) the concept of job satisfaction has
been defined in multiple ways, as many as
authors had theorized about the topic.

It is important to begin with Locke’s (1976)
definition, which declares that job satisfaction
is a pleasant and positive emotional state,
a result of the person’s subjective work
experience.

According to Peird (1984), it’s a general
attitude resulting from many specific
attitudes associated with diverse aspects
of work, and the organization. Later, Bravo,
Peiré, and Rodriguez (1996) suggested that
it is an attitude, or an ensemble of attitudes
developed by the person towards his/her
work status. These attitudes can be about the
work itself or to specific sides of it.

According to Colquitt, Scott, and LePine
(2007), job satisfaction depicts how the
person feels about his/her work, and what he/
she thinks of it. The same year Torres (2007,
quoted by Ortiz and Cruz, 2008), laid out that
job satisfaction is the workers attitude about
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his/her own work, and that attitude is based
on the beliefs and values the worker develops
from his/her own work.

Garmendia and Parra (1993, quoted by
Pablos, 2016) lay out that someone will be
satisfied with his/her work when, because
of it, feelings of wellbeing are experienced
because certain needs are covered according
to the achieved results, which are considered
rewarding and acceptable as the task is
executed.

According to Jiménez et al. (2020), job
satisfaction alters the quality of the delivered
services, and affects the user satisfaction,
who receive this service. For this reason,
analyzing this variable on municipal workers
is very important, because they are an
independent public corporation, with legal
status and equity capital, whose purpose is
to satisfy the needs of the local community
and secure their involvement on the
economic, social, and cultural progress of
each municipality (Dazarola, 2018).

3. Methodology

The compiled information on the
municipalities was a total of 387 surveys,
voluntarily answered, anonymous, and
without any time control. On a sample of
537 employees. Hence, a 67,5% of answers
were obtained. The 387 municipal employees’
sample, consisted of 209 men (54%), and 178
women (46%), with an average age of 44,4
years (s.d. =11,3), and a range between 18
and 73 years. The average years of service on
the institution is 13,9 years (s.d.=11,3) with
a range of presence between 1 and 48 years,
where 179 workers have been there less than
10 years (46,3%, avg=4.4, s.d.=2.5), and 208
workers have been there 10 or more years
(53.7%, avg=22.1, s.d.=9.4).

The study is a non-experimental design,
cross-cutting, with a causality approach. The
measurement tool is a survey consisting in
four parts. The first part was made to identify
general backgrounds of municipal workers.
Secondly, the work-family conciliation survey
made by Krausse and others (in publishing
process), based on the theory of the EFR
(Family Responsible Company) model (1999);
thirdly, the organizational commitment
survey by Meyer and Allen (1991), and finally

the job satisfaction survey made by Sanzana
and Chiang (2017), based on the Herzberg's
two-factor theory (1959).

On Table 1, measurement tool features are
shown.

For data analysis was used the statistic
program SPSS - AMOS 22.0. The goal is to
show the results of modeling the causality
between three organizational behavior
variables, this is the influence of work-
family balance over job satisfaction and
organizational commitment.

The model’s estimation development is
divided in two cases: the first one considers
the existence of gender as a moderating
variable in the relation, and the second one
considers years of service of the employees
that have “less than 10 years” or “10 years
or more”. Each subgroup has a model, which
allows the comparison of the obtained
coefficients, and the analysis of them if there
is any difference.

The statistical techniques used were the
multivariate dependence kind, meaning,
there are many links of cause and effect;
in particular: to measure the internal
consistency, the Cronbach s alpha coefficient;
to stablish the parameters of the relations
it was used a causal modeling of structural
equations; and to evaluate the moderation,
a factorial invariance analysis was made. A
level of 0.05 of significance was considered,
and the coefficients were estimated by
maximum likelihood. By using the Structural
Equation Modeling, SEM, the concept of
latent variable is added. The latent variables
are the ones that cant be observed, this
means, they represent abstract or construct
phenomenon; for example, in psychology there
is intelligence and emotion; in marketing, the
perceptions about a product or the opinion
about a company; in education, aptitudes
and skills on a discipline; in economics,
capitalism or social class measurement (Lévy
and Varela, 2006).

Regarding the models estimate, the
causal modeling was executed first, using
the maximum likelihood method to establish
magnitude and direction of the variable
relations, of each variable regarding it’s
dimension, and each dimension regarding
it’s indicators. The goodness of fit indicators
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Table 1. Measurement Tool Features

Variable Type Features Code
. . Average= 44,4; Minimum= 18;
Age Socio-Demographic Maximum= 73
Gender Moderating Variable Men= 209; Women= 178

Average= 13,9; Minimum= 1;

Years of Service Moderating Variable Maximum= 48
) Related to work time management BTF1
Work-Family Balance (BTF) . Family responsibilities leave BTF2
Chiang Vega, Manzo Chacén & Independent or exogenous variable .
L Work Incentives BTF3
Pinilla Palma, (2020)
Work Flexibility BTF4
General Work SL1
Work s physical environment SL2
. ) The way the work is executed SL3
Job Satisfaction (SL) Independent or endogenous :
. . Development opportunity SL4
Sanzana & Chiang (2017) variable . o
Relationship with the manager SL5
Income SL6
Autonomy SL7
N . Affective Commitment Co1
Organizational Commitment (CO) Independent or endogenous . .
. Normative Commitment CO2
Meyer & Allen (1991) variable . .
Continuance Commitment CO3

Source: Authors’ own elaboration.

used were chi-squared index (x?), corrected
chi-squared (x?/gl), Root Mean Square Error
of Approximation (RMSEA), Standarized
Root Mean-Square (SRMR) y Comparative
Fit Index (CFI).

Secondly, the invariance analysis was
made comparing the obtained models from
each group. This is done in several organized
levels: first factorial weights of the indicators
are compared, then structural coefficients of
the variables regarding it’s dimensions, and
finally between variables. It is stablished
that there will be statistically significant
differences if p<.05.

Then, the reliability and validity for
each model are calculated to verify these
psychometrics features. These indicators
are the Cronbach’s alpha and the Composite
Reliability Index for reliability (must be =
0.7), and the Variance Extracted index (must
be = 0.5) for validity.

4. Outcomes

To assess the achievement of the presented
hypothesis (H1 and H2 and its sub-hypothesis),
the conceptual model shown in Figure 1 was
considered, according to the study of Pérez et
al. (2015), where it is suggested that the work-
family conflict can affect the satisfaction and
commitment to the employee’s organization.
This model consists of the following: first,
the relation between organizational behavior
variables where work-family balance (BTF)
is the independent or exogenous variable,
which affects job satisfaction (SL) and
organizational commitment (CO), both being
dependent or endogenous variables.

Secondly, each variable influences their
corresponding dimensions:  work-family
balance has four dimensions (BTF1, BTF2,
BTF3 and BTF4), job satisfaction has 7
dimensions (SL1 to SL7), and organizational
behavior is represented in three dimensions

https://doi.org/ 10.25100/cdea.v38i72.11123
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Figure 1. Conceptual Model
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Affective Normative Continuity
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Source: Made with AMOS Software.

(CO1, CO2 and CO3). Thirdly, each dimension
has its indicators that represents the
objective information in the model, and each
one has a random error.

To show the achievement of the hypothesis,
we shall say, H1 and H2 and its sub-hypothesis
are met, if every parameter associated to
the causal links have a positive sign, and
they are statistically significant to a 5% of
significance level.

4.1. Case 1: Assessment according to
gender (HIA, H1B, HIC, H2A, H2B, H2C)

This model is subdivided in two models:
one for people of female gender (n=178),

and another for the people of male gender
(n=209). Together, the model had good fit
indicators (¥2=746.03; y?/gl =1.22; CFI=0.963;
SRMR=0.085; RMSEA=0.038) which shows
encouraging results.

Once the results are validated, the model
coefficients are the following (Table 2):
almost all factorial weight are significant
to 5%, indicating the belonging to each
of its dimensions; on the other hand, only
on job satisfaction dimensions there is a
relevant representation (weight over 0.6).
From this we can understand that the job
satisfaction variable is the one that best
captures the information that comes from
the survey responders’ perceptions, there is
no observable differences between men and
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Table 2. Factorial Weights Summary - Case 1
N“I‘t‘:::s: of % Weights p<.05 % Weights >0.6
Dimension F (%) M (%) F (%) M (%)
Work Family Balance
Related to work time management (BTF1) 8 50 75 25 25
Family responsibilities leaves (BTF2) 8 100 100 37.5 37.5
Work Incentives (BTF3) 7 100 100 14.3 28.6
Work Flexibility (BTF4) 5 100 100 60 60
Job Satisfaction
General Work (SL1) 8 100 100 85.7 85.7
Physical work environment (SL2) 7 100 100 71.4 100
The way the work is executed (SL3) 6 100 100 83.3 66.7
Development opportunity (SL4) 6 100 100 50 50
Relationship with the boss (SL5) 5 100 100 100 100
Income (SL6) 3 100 100 100 100
Autonomy (SL7) 6 100 100 100 100
Organizational Commitment
Affective commitment (CO1) 7 100 100 57.1 71.4
Normative commitment (CO2) (not significant) 7 - - - -
Continuance commitment (CO3) 7 85.7 100 42.9 14.3
Source: Authors’ own elaboration.

women; while the work-family balance just
reaches as far as a 60% of information.

Ultimately, organizational behavior got
over the 85% of positive indicators, but
with a maximum of a 71% of the obtained
information. The normative commitment
dimension (CO2) was not significant in any
model; therefore, it was removed.

The reliability and validity analysis are
shown on Table 3, where almost all reliability
indicators are over 0.7, except for the
dimension related to work time management
(BTF1). This gives a good outcome to the
obtained models, categorizing them as
reliable. On the other hand, the variance
extracted indexes are mostly over 0.5, except
for the ones related to work time management
(BTF1) and continuance commitment (CO3),
allowing us to notice that the estimates of
validity and quality are effective.

The causal model coefficients are shown
on Table 4, indicating that all proposed
relations are significant at 1%. Figure 2
shows estimates.

In particular, there is a positive effect of
the work-family balance over job satisfaction

in both genders (B,=.625, B.=.520, p<.01),
over organizational commitment in both
genders (B,=.465, P.=.334, p<.01), and,
given the previous table, all dimensions are
statistically significant; therefore, achieving
the H1A, H1B, H2A, and H2B hypothesis.

Finally, for the remaining sub-hypothesis,
the invariance analysis has been made to
compare both genders and assess if there is
any significant statistical difference between
structures. The results show significant
statistical differences on the factorial weights
(p<.01; ¥%2=100.87; y2/gl =71), the structural
weights, and causal coefficients (p<.001;
%?=28.40; y?/gl=12). In particular, the main
case are the causal coefficients, that stablish
in an empirical way the existence of gender
differences with the main causal relation,
and it can be conclude that hypothesis HI1C
and H2C are achieved.

4.2. CASE 2: Assessment according to
years of service H1D, HI1E, HIF, H2D, HZE,
HZ2F)

This model is subdivided in to two models:
one for people with less than 10 years of

https://doi.org/ 10.25100/cdea.v38i72.11123



Cuadernos de Administracion :: Universidad del Valle :: Vol. 38 N° 72 :: January - April 2022

Table 3. Reliability and Validity Summary - Case 1

of ltems | Crombach’s Alpha | pORhis Extractod
Dimension F M F M F M
Work Family Balance
Related to work time management (BTF1) 8 .595 636 441 .603 279 .318
Family responsibilities leaves (BTF2) .821 .820 770 779 .584 621
Work Incentives (BTF3) 774 .798 730 762 434 513
Work Flexibility (BTF4) 5 764 .790 737 757 .546 .559
Job Satisfaction
General Work (SL1) 8 .896 .878 .864 .880 747 .786
Physical work environment (SL2) 7 .868 .887 .854 .881 732 .796
The way the work is executed (SL3) 6 .817 .806 .827 .814 .706 .691
Development opportunity (SL4) 6 .846 .825 .809 .805 .646 .638
Relationship with the boss (SL5) 5 .923 .900 .924 .928 .896 .905
Income (SL6) 3 .798 .769 776 .763 .650 .626
Autonomy (SL7) 6 .905 .892 912 .919 .870 .883
Organizational Commitment
Affective commitment (CO1) 7 .862 .780 .866 .781 .769 .578
Normative Commitment (CO2) (Not Significant) 7 727 .659 - -
Continuance commitment (CO3) 7 .768 .749 713 742 489 474
1: Composite Reliability Index: Reliability on the presence of the other dimensions (> 0.7)
2: Variance Extracted Index (> 0.5)
3: Cronbach’s Alpha: Individual reliability on each scale without been affected by the other scales (> 0.7)
Source: Authors’ own elaboration.
Table 4. Model Coefficients - Case 1
Coeff. Coeff. Coeff. Coeff.
Structural Weight M F Causality M F
BTF — Related to work time management 724%% .605%* BTF - SL .625%* .520**
R2=39% R2=27%
BTF - Family responsibilities leaves 706%* .666** BTF - CO A465%* .334**
R2=22% R2=11%
BTF - Work incentives 728** 27
BTF - Work Flexibility 834k 729%*
SL - General Work .941%* .966**
SL — Physical Work environment .606** .660**
SL — Way the work is executed .823** .846%*
SL - Development opportunity .999** .999**
SL - Relationship with the boss 713%* .828**
SL - Income T3 T74x*
SL - Autonomy .853** .868**
CO - Affective Commitment .879%* .889%**
CO - Continuance Commitment 559 .688**

Source: Authors’ own elaboration.
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Figure 2. Fit Model
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service (n=179), and another for people with
10 or more years of service (n=208). Together,
the model had good fit indicators (3?=851.19;
x*/gl =2.038; CFI=0.934; SRMR=0.085;
RMSEA=0.052).

The model coefficients are shown in Table
5, factorial loads are all significant to 5%,
indicating its belonging to each dimension.
In all dimensions exists an important
representation (weight over 0.6).

In terms of capturing information obtained
in work-family balance, it reaches a 100%,
as well as the job satisfaction dimension.
Regarding organizational commitment, it

reached a maximum of 85,7% of obtained
information.

The reliability and validity analysis are
shown on Table 6, where almost all reliability
indicators are over 0.7, except for the
dimension related to work time organization
(BTF1). This gives a good outcome to the
obtained models, categorizing them as
reliable. On the other hand, the variance
extracted indexes are mostly over 0.5,
except for the dimension related to work
time organization (BTF1), and continuance
commitment (CO3); allowing to point out
that validity and quality of the estimates are
effective.
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Table 5. Factorial Weight Summary - Case 2

Number of % Weights p<.05 % Weights >0.6
Dimension <10 =10 <10 =10
Work Family Balance
Related to work time management (BTF1) 8 100 100 25 12.5
Family responsibilities leaves (BTF2) 8 100 100 25 37.5
Work Incentives (BTF3) 7 100 100 100 25
Work Flexibility (BTF4) 5 100 100 60 60
Job Satisfaction
General Work (SL1) 8 100 100 87.5 87.5
Physical work environment (SL2) 7 100 100 85.7 100
The way the work is executed (SL3) 6 83.3 100 83.3 83.3
Development opportunity (SL4) 6 100 100 66.7 100
Relationship with the boss (SL5) 5 100 100 100 100
Income (SL6) 3 100 100 100 100
Autonomy (SL7) 6 100 100 100 100
Organizational Commitment
Affective commitment (CO1) 7 100 100 85.7 71.4
Normative commitment (CO2) (not significant) 7 - - - -
Continuance commitment (CO3) 7 100 100 42.9 42.9

Source: Authors’ own elaboration.

Table 6. Reliability and Validity Summary - Case 2

Nomber Cronbach'salpha | Sompeste | yariance
Dimension <10 =10 <10 =10 <10 =10
Work Family Balance
Related to work time management
(BTFD) 8 .626 .632 .627 .645 .297 .265
Family responsibilities leave
(BTF2) 8 .830 .815 .800 792 .635 .627
Work Incentives (BTF3) 7 .843 722 .843 716 701 410
Work Flexibility (BTF4) 5 .755 .785 .754 .812 .556 .682
Job Satisfaction
General Work (SL1) 7 .877 .894 .877 .895 .794 .817
Physical work environment (SL2) 7 .879 .878 .878 .880 790 790
The way the work is executed (SL3) 6 .798 .821 .821 .831 711 707
Development opportunity (SL4) 6 .848 .823 .840 .824 715 .677
Relationship with the boss (SL5) 5 917 .906 921 911 .892 .874
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Income (SL6) 3 .814 .748 .814 742 723 .586
Autonomy (SL7) 6 .892 .902 .886 .898 .817 .842
Organizational Commitment
Affective commitment (CO1) 7 .839 .783 .853 .807 737 .642
Normative commitment (CO2) (not significant) 7 .735 .620 - - - -
Continuance commitment (CO3) 7 743 744 .749 746 496 481
1: Composite Reliability Index: Reliability on the presence of the other dimensions (> 0.7)
2: Variance Extracted Index (> 0.5)
3: Cronbach s Alpha: Individual reliability on each scale without been affected by the other scales (> 0.7)
Source: Authors’ own elaboration.
Table 7. Model Coefficients - Case 2
Coeff. Coeff. Coeff. Coeff.
Structural Weight <10 =10 Causality <10 =10
757 753**
BTF - Related to work time management .804** .846%* BTF - SL
R2=57% R2=57%
.610%** .646%*
BTF - Family responsibilities leaves .670%* .636%* BTF - CO
R2=37% R2=41%
BTF - Work incentives 773%* .902%*
BTF — Work Flexibility 775%* .687**
SL - General Work .928%* .929%*
SL — Physical Work environment .639%* .662%*
SL — Way the work is executed .859%* .858**
SL - Development opportunity .999** .999**
SL — Relationship with the boss .830%* .808**
SL - Income 817** .839**
SL - Autonomy 9171%* .893%**
CO - Affective commitment .999** .999%*
CO - Continuance commitment .D79%* D72%*

Source: Authors’ own elaboration.

The causal model coefficients are shown
on Table 7, indicating that all proposed
relations are significant at 1%. Figure 3
shows estimates.

In particular, there is a positive effect of
work-family balance over job satisfaction
B.,=.757, B.,=.753, p<.01), and over
organizational commitment (B.,,=-610,
B.,,=-646, p<.01); and given the previous
table, all dimensions are significant
statistically, thus achieving the hypothesis
H1D, H1E, H2D y H2E.

Finally, for the remaining sub-hypothesis
the invariance analysis was made to compare
between both years of service groups, and
assess if there is any statistically significant
difference between structures. The results
show statistically significant differences in
factorial weights (p<.01; ¥?=129.30; y%/gl =76);
but it does not show it in structural weights
and causal coefficients (p=.842; 3%=8.02; y?%/
gl =13). In particular, the main case is the
causal coefficients, this stablishes in an
empirical way the existence of differences
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Figure 3. Fit Model
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between levels of years of service to the main range: reliability, internal consistency,
causal relation, and it can be concluded that validity, parameters significance, and

hypothesis H1C and H2C are not achieved.

5. Conclusions

The findings show that work-family
conciliation is a construct that explains, in a
positive and statistically significant way, job
satisfaction and organizational commitment
of municipal workers, explaining them
between 11% to 57%.

The psychometric features had been
partially and/or totally validated in every

goodness of fit. With this we can conclude
that the model is statistically valid, and it can
be asserted that is a plausible representation
of the reality of Chilean municipal workers.

According to the obtained results, and
answering to the general aim of this
research, job satisfaction and organizational
commitment are affected by the work-family
conciliation of municipal workers, in a positive
and statistically significant way, validating
both main hypotheses proposed in this study
(h1 and H2). It is highlighted that work-
family conciliation has more impact in job
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satisfaction than organizational commitment.
These results are validated in the study made
by Ruizalba, Soares, Vallespin, and Gonzalez
(2016), on which they present that work-
family balance has a positive impact in the
workers” job satisfaction and organizational
commitment. As mentioned by Jiménez
et al. (2020), workers that notice that the
organizations where they work are capable
of answer their claims at work and with their
families, show high rates of job satisfaction
and give a more positive evaluation of their
work.

After estimating the gender differentiated
models, it was made a factorial invariance
test (H1C and H2C), which show the existence
of statistically significant differences for
causal coefficients. From the obtained
results, there is a bigger influence of work-
family conciliation to job satisfaction and
organizational commitment on men, proving
a moderating effect of gender. In other words,
the data gives evidence of the existence of
a differentiated result by gender; thus, men
and women value those variables differently.
This would be confirmed by Pérez et al. (2015),
on his study is expound that the variety of
roles can produce positives synergies, the
performance of an employee on his/her role
(at work or with his/her family), creates more
energy and resources to other positions
which, together, improve the employee’s
quality of life. The difference in this study
on how men and women value the variables
can be explained; because, culturally, women
take more roles in society than men. Women
that work in an organization have a conflict
between family time and the struggle to
move forward in the working world, which
demands a lot of attention, making them
face a work-family conflict. This controversy
between work and family causes women to
spend more energy and resources to face the
variety of roles she must meet to achieve her
work and family goals. Jiménez and Gémez
(2021) did a study related to work and family
balance applied to public workers, which also
demonstrate the difference between men and
women, since women exhibit a bigger level of
work-family conflict than men.

As for the years of service case (H1F and
H2F), there were only significant differences
on factorial weights, not on causal weights.
This allows to point out that years of service

does not have a moderating effect on the
work-family conciliation relation with job
satisfaction and organizational commitment.
This implies that workers, according to their
continuity on the municipality, does not show
discernible behaviors on the considered
aspects on the proposed relation, but that is
a cross-cutting phenomenon.

Through this study, organizations would be
able to see the need of promoting regulations
that facilitate the work-family conciliation
on their workers. With the previously given
information, we can conclude that the studied
municipalities have work-family measures of
an acceptable level, and it affects positively
both job satisfaction and the employee’s
commitment with the institution, this
means that employers are able to do more
arrangements to allow their workers reach
the balance between their family and their
work. In addition, the studied municipalities
should be always improving on the work and
family conciliation area, since the needs of
the workers change through time; therefore,
checking the established measurements is
important to improve the existing ones or to
establish new ones. This is also mentioned
by Pérez, Vela, Abella, and Martinez (2017)
on their study, where the importance of
implementing measures that support the
work-family balance are highlighted, because
if the measures are not enough and the
employee’s job satisfaction is not improved, it
won't be able to improve their organizational
commitment within the business.

The study’s limitations were presented
since the data was collected on a temporary
period. Therefore, new research lines are
open adding to this information the data of
previous periods that allows the conduction
of a longitudinal analysis and see the
development of work-family conciliation of
municipalworkersthroughtime.Acomparison
with public workers of other countries can
also be made, either a comparison between
public workers and private business workers.
Finally, the moderating variables can be
change or new ones can be added, like age or
type of contract.
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