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Purpose: The purpose of this study is to examine the relationships between family—work conflicts, work—family conflicts, emotional
exhaustion, and job embeddedness. Emotional exhaustion was hypothesized to mediate relations between family—work conflicts,
work—family conflicts and job embeddedness.

Methods: An online questionnaire was distributed to collect the data. The sample consisted of 264 women aged 18 years and older
who work in private sector in Saudi Arabia. Confirmatory Factor Analysis (CFA), common method bias (CMB), and structural
equation modeling (SEM) were conducted using AMOS (Version 28).

Results: The results show that emotional exhaustion functions as a full meditator of the relationship between work—family conflicts,
family—work conflicts and job embeddedness. Specifically, women who experience work and family conflicts are unable to balance
heavy workloads are emotionally exhausted which in turn affects their job embeddedness.

Conclusion: The study emphasizes the negative effects of both work-to-family and family-to-work-life spillover that result in
unfavorable psychological states for female employees. Therefore, it is essential for organizations to have interventions that support
balancing the demands of family and work. Organizations need to consider how much control an employee has over the time and
location of their job. Organizations must also provide clear procedures for handling flexible work schedules and part-time
employment.
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Introduction

Work—family and family—work conflicts are the main source of stress for many employees.'> The two most important
domains of life for most individuals are family and work, and making a balance between the two domains has been recognized
as a significant social issue. The issue of conflicts between work and family domains has stressed the importance for many
researchers to investigate the conflicts.'~ The family role is expected to suffer if an employee dedicates more time in work and
energy to the work role.

Heavy workload has several consequences on the workers’ overall physical and mental health, especially women who
face many challenges in both work and family. Work and family conflict can be defined as a challenging situations caused
by heavy workloads that spell over non-work domains such as family, health, and education.* These demanding and
stressful situations engender emotional exhaustion.’

A plethora of research studies have examined the work—family conflict and family—work conflict over the past couple of
decades, and the findings illustrate that the work—family conflict and family—work conflict have contributed to various adverse
health effects such as fatigue, emotional exhaustion, stress, work and life dissatisfaction.® ! Surprisingly, despite this, little is

known about work-related outcomes such as job embeddedness and the mediating role of emotional exhaustion.
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Grounded in this backdrop, the aim of this study is to investigate the relationship between family—work conflict and
work—family conflict on job embeddedness mediated by emotional exhaustion among Saudi working women. The rights
of Saudi women have expanded under the current leadership in Saudi Arabia. Saudi women are more involved in many
fields and their participation in society, government, and business have been increased. Vision 2030 aims to create
one million jobs for women.'? In 2021, Saudi women’s participation rate in the workforce has grown from 20 percent in
2018 and reached 33 percent by the end of 2020, according to the General Authority for Statistics. This indicates that the
share of working Saudi women increased by 65 percent in only two years.

Considering the above, this study has several contributions. First, work—family conflict and family—work conflict are
frequently experienced by working women in a very traditional gender-role-oriented culture where women assume to peruse
double jobs. Historically, Saudi women’s education and employment opportunities have been restricted to primarily female-
associated, sex-segregated occupations and short working hours, such as teaching and nursing.'* Saudi women’s entry into
many professions, such as engineering, technology, and business, is a relatively recent. Therefore, the results of this research
would stress the importance of providing structural interventions in organizations that target working women in order to
reduce work—family conflict.

Second, the outcomes of job embeddedness have been examined by a substantial amount of research, such as
voluntary turnover, turnover intentions, and performances.'*”'” However, the antecedents of job embeddedness have
not been sufficiently studied.'®'® Limited empirical research has investigated organizational and/or individual factors that
influence employees’ job embeddedness. For example, Bergiel et al*® found that opportunity for growth, compensation,
and supportive supervisor influenced job embeddedness. Ng and Feldman'® demonstrated that social networking
behaviors and contract non-replicability fully mediate the association between locus of control and job embeddedness.

Sun et al'” found that psychosocial capital affected job embeddedness in China among nurses. The abovementioned
research delineates variables improving job embeddedness.However, few empirical studies pertaining to health and social

related factors reducing employees’ job embeddedness."”

Conceptual Background and Hypotheses Development
Work—Family Conflict, Family-Work Conflict and Emotional Exhaustion

Work—family conflict defines as “a form of interrole conflict in which the general demands of, time devoted to, and strain
created by the job interfere with performing family-related responsibilities”.> Family—work conflict has been defined as
“a form of interrole conflict in which the general demands of, time devoted to, and strain created by the family interfere

with performing work-related responsibilities™

. With time, a person’s effort to meet the demands of work role depletes
personal resources, creating emotional exhaustion.?' 2* Excessive work and family demands elevate emotional exhaus-
tion since emotional exhaustion is a response to heavy workloads or excessive demand. Employees may experience
emotional exhaustion when they are trying to manage issues related to work and family.

Working women are more vulnerable to work—family conflicts; women have double roles to play in their lives by
performing full-time jobs and their role in the home as a housewife or a homemaker, which causes immense stress and
strain in terms of balancing time and energy.”> Furthermore, besides balancing home and workplace, women also
encounter conflicts between personal and social requirements; thus, they are more at risk of emotional exhaustion and

fatigue than men.”® Hence, the following hypotheses have been developed in line with the existing literature.

H1. Work-family conflict (Hal) and family to work conflict (Ha2) are positively related to emotional exhaustion.

Emotional Exhaustion and Job Embeddedness

Job embeddedness can be defined as several factors or forces that affect an employee’s decision to leave or stay the job.?’
Job embeddedness refers to individuals’ attachment to the organization or job and employees’ perception of person—job
fit, and it can be linked to the sacrifice related to the social and financial costs of leaving the job or organization.'* Hence,
it can be expressed as a positive state for both individual and organizations since employees with high levels of job
embeddedness are expected to perform better in their jobs, tend to exhibit more positive attitudes, and are not prone to
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absenteeism or turnover intention.”® Many researchers have investigated more in the antecedents of job embeddedness
due to its importance as a workplace variable but with limited individual factors.

Affective force is considered one of the attachment and withdrawal motivational forces.”> Affective responses represent
employees’ psychological discomfort or comfort with respect to their organization or job. When an employee experiences the
state of discomfort, he/she is more likely to have turnover intentions to leave or display quitting intentions, while others who
experience comfort are more likely to stay in the job or organization.”” Mitchell et al*® and Schaufeli and Bakker®' suggest that
intention to leave the organization can be affected by low job embeddedness as well as a disengaged workforce. Therefore,
when employees are emotionally exhausted, feel that their emotional resources are depleted, and are devoid of energy, they
appear to have intentions to quit as a result of the discomfort in the organization or the job due to high levels of emotional
exhaustion. These circumstances lead to lower job embeddedness, and therefore, the employees will be more likely to display
tardiness, absenteeism, or intention to quit c.f,'®'® Based on the above, the following hypothesis is developed:

H2. Emotional exhaustion is negatively related to job embeddedness.

Mediating Effect

The Job Demands-Resources (JD-R) model has been widely applied in occupational stress research to show how the
condition of work environment affect employees’ mental health and several job-related outcomes, such as organizational
engagement, commitment and overall job performance.>? ** The JD-R model postulates that job resources as well as job
demands are the most important work related characteristics, despite the fact that every work environment has unique
characteristics associated with the work domain.*> Work—family conflict, family-work conflict, perceptions of organiza-
tional politics, and emotional dissonance are examples of job demands. On the other hand, rewards, supervisor support,
feedback, opportunity for training and development are job resources’ examples.

The JD-R model represents two divergent processes: the first one is the health impairment process, and the second
one is the motivational process.*>** The health impairment process is associated with the chronic job demands that may
reduce employees’ emotional and physical resources, leading to emotional exhaustion, burnout, and negative health and
job outcomes.?*** The motivational process, on the other hand, explains the motivational role of job resources, which has
a positive influence in terms of reducing job demands and fostering learning, growth and development of employees.*>**
To be more specific, employees who are frequently faced with work—family conflict and family-work conflict feel
emotionally exhausted due to heavy work demand, which, in turn, influences employees level of job embeddedness.
When employees feel that they are unable to overcome immense job demands and unable to manage family and work
roles due to excessive work and family conflicts, they are more likely to experience a psychological response to the
heightened level of stress which called emotional exhaustion. Employees are less likely to overcome issues arising from
strain and stressors without links between them and other people, such as managers and colleagues inside the organiza-
tion. Employees who struggle with strain and stressors recognize that their career goals, skills and personal values do not
fit with the excessive demands. Thus, the elevated levels of stressors and strain cause employees to sacrifice opportunities
and benefits in the organization. As a result, they will less embedded due to negative experiences and unfavorable work
situations by reducing their work effort, paying less attention, or considering leaving the organization.'® Therefore, this
study uses JD-R model as the theoretical framework to propose that emotional exhaustion is a mediator of the effects of
conflict in the work—family interface on job embeddedness. Hence the following hypotheses is developed:

H3. The negative relation between (work-to-family, H3a; and family-to-work, H3b) and job embeddedness is mediated
by emotional exhaustion.

Methodology

Sample and Data Collection

A Saudi Arabian native was invited to translate the English version of the questionnaire to Arabic using forward translation.
For back translation, we have selected two bilingual researchers to perform the back translation to ensure that there are no
errors in meaning cf.,*> The accuracy of the survey was tested in a pilot study with 65 participants, all of whom understood the
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questions; this sample was left out of the study’s actual survey participants. Sample for the current study was women who
work in the private sector specifically female employees belonging to Information Technology, Bank and Retail sector located
in Riyadh, Saudi Arabia. The researcher contacted HR managers of nine organizations, and informed them about purpose of
the research. Three IT organizations, two retail companies, three banks agreed to distribute the online survey to their full-time
female employees only. Out of the 312-email sent to respondents with the link of the questionnaire, 264 were returned
(response rate of 85). The data were collected between March and May 2022. The respondents consisted of only women aged
18 years and older who work in the private sector in Saudi Arabia. The demographics of the research sample are illustrated in
Table 1.

Measures

A structured online survey was used to gather data, and the following variables were measured via the survey’s questions.
Work—family conflict and family—work conflict was measured using the ten-item scales ranging from “strongly disagree”
(1) to “strongly agree” (5), developed by Netemeyer et al.> A sample item of the work—family conflict scale includes
“The demand of my work interferes with my family life”. A sample item of family—work conflict consists of “family
related strain interferes with my ability to perform job related duties”. For emotional exhaustion, a subscale of the
General Burnout Questionnaire was used. It was measured and assessed by the five-item work exhaustion frequency scale
ranging from “never” (0) to “daily” (5).>® Participants were asked to report their experiences “in the past month.”
A sample item of emotional exhaustion consists of “because of my job, I feel emotionally drained”. Job embeddedness
we assessed using seven items scale developed by Crossley et al.’” Respondents were asked to report their level of
agreement on a five-point scale ranging from “strongly disagree” (1) to “strongly agree” (5). A sample item of job
embeddedness includes “I feel connected to my organization”.

Measurement Model Result
Confirmatory Factor Analysis

AMOS (Version 28.0), a covariance-based SEM method that performs the maximum likelihood approach, was used to create
the measurement model. No unidirectional path between any latent was specified in the CFA model. However, a covariance
model was assessed in which each latent variable was correlated with all other latent variable.

In a single confirmatory factor analysis (CFA), the psychometric properties of the six latent constructs were
simultaneously assessed. Multiple indices should typically be taken into account at once when assessing the model fit.

Table | Demographics of Research Sample (N = 264)

Married Single
Marital Status 53.00% 47.00%
Age 18-25 25-35 3545 45-55 > 55
31.80% 51.10% 15.60% 1.50% 0%
Education Level High School Diploma Bachelor Master’s Ph.D.
8.70% 6.40% 78.40% 4.90% 1.60%
Number of Children 0 | 2 3 4+
56.50% 8.50% 17.00% 10.30% 7.70%
Years of Experience <2 24 5-7 8-10 >9
37.80% 22.00% 24.20% 9.50% 6.50%
Table 2 Model Fit
Chi-square | Degrees of freedom | CMIN/DF | P value CFI TLI RMSEA | RMR AGFI GFI P CLOSE
215.391 141 1.528 0.000 0.958 0.949 0.045 0.070 0.890 0918 0.758
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The outcomes showed that the model has a decent model fit. Standard errors and residuals showed no issues. Table 2
demonstrates that a good model fit was reached.*®

Convergent and Discriminant Validity
The measuring model has been evaluated for convergent validity using the following three criteria: (1) the factor loadings
of the CFA must be greater than 0.5;°° (2) CR must be greater than 0.7; and (3) each construct’s average variance
extracted (AVE) must be above 0.5.%° These criteria were suggested by Bagozzi and Yi.*' The convergent validity for the
hypothesized constructs of this model is sufficient, as demonstrated in Table 3. Fornell and Larcker®® suggest that the
AVE of the construct should exceed the correlation coefficients of the construct to have adequate discriminant validity.
The matrix of correlations between the constructs used in this study is displayed in Table 3. All of the constructs in
this study’s measurement model differ from one another, which suggests that they all have sufficient discriminant
validity. The discriminating validity of the measurement model has also been measured by looking at correlations
between latent constructs. As a sign of inter-correlated constructs, high-value correlations over 0.9 or over 0.85 should be
taken care of.>*** Because of this, the measurement model used in this study has acceptable reliability as well as
convergent and discriminant validity.*®

Common Method Bias

When only one data collection is used, research is particularly prone to common method bias.** Three nested models—
the unconstrained model, the equal loadings model, and the equal to zero loadings model—were established after
a common latent factor (CLF) was added. According to the level of significant in the p-values, the unrestricted model
fits the data better than the nested models. These results therefore imply that common method bias is significant. The
unconstrained model was the one that fit the data the best among the three models. Hence, the CLF was retained when
perfuming the structural model and the composites were imputed from factor scores.**

Structural Model Result

Descriptive Statistics
Table 4 illustrates the means, standard deviations, reliabilities, and correlation between the study variables. The
reliabilities of all variables have were above.7.>

Direct Effects Within the Structural Equation Model

Figure 1 illustrates that Hypotheses (H1a), (H1b), and (H2) are supported. Work—family conflict is positively related to
emotional exhaustion (B = 0.712, p < 0.001). Family—work conflict is positively related to emotional exhaustion (f =
0.172, p < 0.05). Emotional exhaustion has a negative effect on job embeddedness (B = —0.233, p < 0. 01). The direct
affect from work—family conflict to job embeddedness is positive and supported (f = 0.403, p < 0. 001). The relationship
between family—work conflict and job embeddedness is not statistically significant (B = —0.041, p > 0. 05). Table 5
demonstrates that a good model fit was reached.*®

Table 3 Reliability, Convergent Validity, and Discriminant Validity

CR AVE MSvV MaxR(H) | | 2 3 4
Emotional Exhaustion 0.774 0.510 0.332 0.780 0.680
Job Embeddedness 0.853 0.500 0.014 0.865 | —0.031 0.702
Family—-Work Conflict 0.820 0.581 0.343 0.821 0.452 0.017 0.691
Work—Family Conflict 0.803 0.507 0.343 0.818 0.576 0.117 0.586 0.712
Abbreviations: CR, Composite Reliability; AVE, Average Variance Extracted; MSV, Maximize Shared Variance; MaxR(H), Maximum
Reliability.
Psychology Research and Behavior Management 2023:16 https: 4863
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Table 4 Means, Standard Deviations, Cronbach’s Alphas, and Intercorrelations Among Study Variables

Mean SD | 2 3 4 5 6 7 8 9
MS 1.47 0.500 -
AGE 1.87 0.720 —0.407** -

EDUC 2.84 0.707 —0.175% | 0.235%* -

INDU 2.69 0.642 —0.053 0.026 0.117 -

EXPE 2.25 1.239 —0.322%* | 0.562** | 0.233* | —0.107 -

W-F-C | 2.3461 | 0.5986 | —0.171%* | 0.160%* | 0.144* 0.023 | 0.137% | (0.799)

EE 3.0928 | 0.76351 0.056 0.101 0.112 0.110 0.054 | 0.656** | (0.728)

F-W-C | 22263 | 0.64850 | —0.239** | 0.123* 0.075 0.106 | 0.146* | 0.673* | 0.521** | (0.817)

JE 2.7622 | 0.71852 0.082 0.033 0.010 | -0.101 | 0.027 | 0.132* | —0.034 0.021 (0.805)

Notes: The value of Cronbach’s alpha is shown in parentheses and in italics diagonally in the matrix. *Correlation is significant at the 0.05 level
(2-tailed). **Correlation is significant at the 0.01 level (2-tailed).

Abbreviations: SD, standard deviation; MS, Marital Status; EDUC, educational level; INDU, industry type; EXPE, years of experience; W-F-C, work-
family conflict; EE, emotional exhaustion; F-W-C, family-work conflict; JE, job embeddedness.

MediationTtesting

Bootstrapping method suggested by Hayes was used.*> In order to avoid the non-normal distribution, two thousand
bootstrapping was performed.The results are considered significant at 95 percent CI. As illustrated in Table 6, the indirect
effect of work—family conflict to job embeddedness via emotional exhaustion is B = —0.166, p < 0.05 (H3a). Furthermore,
the indirect effect of family—work conflict to job embeddedness via emotional exhaustion is f = —0.040, p < 0.05. (H3b)

Discussion
Theoretically driven hypotheses were examined on how emotional exhaustion mediate the relations between work—family

conflicts, family—work conflicts, and job embeddedness. Consistent with the hypotheses and in line with the previous

16,19,26,28,31-34
h, ,19,26,28,

researc the results show that work—family conflict and family—work conflicts have a significant effect on

R2503

Emotional
Exhaustion
Y

Work-Family
Conflict

-
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Family-Work
Conflict
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Job
Embeddedness

Control Variables
Marital Status
Educational Level
Work Experience
Age

Industry Type

Figure | Hypothesized model results.
Notes: **p < 0.001; **p < 0.01; *p < 0.05.
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Table 5 Model Fit

Chi-square | Degrees of Freedom | CMIN/DF | P value CFI TLI RMSEA | P CLOSE GFI

27.654 5 4.609 0.000 0.971 | 0.843 0.045 0.163 0.980

Table 6 Mediation Testing Results

Relationships Estimate P value MT
W-F-C —EE —JE —0.166* p <0.05 F
F-W-C —EE —JE —0.040* p <0.05 F

Note: *p < 0.05.

Abbreviations: MT, Mediation type; P, Partial mediation; F Full
Mediation; N, None Mediation; W-F-C, work-family conflict; EE, emo-
tional exhaustion, F-W-C, family-work conflict; JE, job embeddedness.

emotional exhaustion, emotional exhaustion is negatively related to job embeddedness, and the conditional indirect effect of
work—family conflict and family—work conflicts to job embeddedness via emotional exhaustion are negative and significant.
Therefore, the rise in work-family and family-work conflicts may not directly result in a decrease in job embeddedness.
Instead, it can cause an increment in emotional exhaustion and the increase level of emotional exhaustion caused by family-
work and work-family conflicts would indirectly result in reducing women’ job embeddedness.

The results are similar to the study by Schaufeli and Bakker,>' who found that work—life conflict consumes employ-
ees’ physical and mental resources, resulting in increased emotional exhaustion, which leads to decreasing job embedd-
edness. Similar to this, researchers have postulates that running out of resources (such as energy, time and effort)
frequently causes people to have negative perceptions of their jobs, experience a gradual deterioration in workplace well-
being, and eventually become less embedded in their jobs.*®*’

According to Schaufeli and Bakker,?' demands are “things that have to be done”, whether in the personal or professional
sphere, requiring great efforts that may have negative outcomes including anxiety, exhaustion and depression. The effects of
a person’s excessive resource dwindling are particularly profound in the case of female employees. Quinn and Smith*® have
found that women are more likely to have family—work conflicts and work—family conflicts because of their job conditions;
specifically, women have less control/ authority over the job demands, leading to increased stress and frustration. Additionally,
a lack of support from spouses in regard to family responsibilities makes it challenging for female employees to balance
multiple obligations, responsibilities and time conflicts, leading to mental stress.

The number of working women and dual-career couples in Saudi Arabia is on the rise at an unprecedented rate. In
such situations, domestic responsibilities such as childcare may make it harder for female employees to manage dual
responsibilities, leading to situations where work-life conflict and family-work conflict occur. Conflicts may require
women to choose between continuing their careers or prioritizing family care responsibilities. The rising complexity of
work-family conflicts affects women more than men, having a negative impact on their health such as stress and
emotional exhaustion.** This is because traditionally, women’ main role is to take care for the family while men tend to
be in charge of the roles related to the work. Consistent with the health impairment process of the JD-R model e.g.,*
working women experience a work-family interface that depletes their physical and emotional resources and causes high
levels of emotional tiredness, which in turn affects how embedded they are in their jobs.

Practical and Theoretical Implications

The study emphasizes the negative effects of both work-to-family and family-to-work-life spillover that result in
unfavorable psychological states for female employees. Therefore, it is essential for organizations to have interventions
that support balancing the demands of family and work. This aspect is critical for female employees. Organizations need
to consider how much control an employee has over the time and location of their job. Organizations must also provide
clear procedures for handling flexible work schedules and part-time employment. Last but not least, women need to
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understand that they can balance motherhood with a successful profession. They must have control over their expected
role from both work and life spheres.

At a theoretical level, the study makes several contributions to the literature on the JD-R model through the greater
understanding of job demand and its association with adverse health and job-related outcomes.*** Additionally, the
study suggests that job embeddedness is influenced by WFC and FWC indirectly through emotional exhaustion which
means that WFC and FWC have no influence on lowering female employee job embeddedness directly. Lastly, exploring
the association between the selected variables through mediation analysis further elucidates the pathways contributing to
negative health and job-related outcomes for women in Saudi Arabia.

Limitations and Recommendations for Future Research

The present study has some limitations. First, inferring causality was not possible due to the cross-sectional research
design; thus, future research must use a longitudinal research design to investigate the causal effects of work—life conflict
and family—work conflict on employees’ job embeddedness mediated by emotional exhaustion. Second, the research
sample was only women; it would be beneficial to take a sample of men and women and compare the results. Third, self-
report measure was used to analyze the date; therefore, common method bias is another limitation of this study. Forth, it
will be beneficial to examine the role of family support and organizational support as moderating variables. Finally, the
sample used in this study has targeted female employees from Saudi Arabia; future studies involving female employees
from different countries might be interesting and help in term of generalizing the findings.

Conclusion

The present study examined a research model that investigated the role of emotional exhaustion as a mediator of the impacts of
work-family conflict and family-work conflict on job embeddedness. The hypotheses were tested through data gathered from
female employees working in the private sector in Riyadh, Saudi Arabia. The results indicated that all hypotheses received
empirical support. Work-family conflict and family-work conflict influenced job embeddedness only via the mediating role of
emotional exhaustion. It is crucial for organizations to take into account the establishment of a family-supportive work
environment and to offer mentors who can provide professional assistance to female employees.
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