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ABSTRACT
The decision for a woman to stay in her job is told by her station towards the job; as similar, numerous workers 
are frequently driven to quit their jobs whenever they feel that they aren't attached to the employer or the company. 
This paper will examine the effect of work engagement and work- family improvement on womanish workers' 
development intention, especially wedded women. Studies indicate that wedded womanish workers tend to have a 
high rate of work engagement only if they feel that the job is worth their time and can sustain their families. The 
paper examined these issues grounded on both primary and secondary data sources. In addition, both qualitative 
and quantitative exploration designs will also be used in this paper. Online checks and questionnaires were 
administered to a sample population of wedded womanish workers. In addition, the paper was also espoused 
ideas from a check that was conducted on a sample population of 391 wedded womanish workers working in the 
hospitality assiduity in Bali, Indonesia. The study, which involved anon-probability slice fashion with over 330 
questionnaires, formed the base of our secondary data for this paper. Online checks were grounded on specific 
questions, and data collected through this system was anatomized using structural equation modelling (SEM). Our 
analysis indicates that wedded womanish workers tend to be more enthusiastic about jobs that can make them fulfil 
their double places at work and in their separate families. Thus, this exploration is a consideration for operation 
in the timber of programs and regulations regarding declining development intentions. 
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Introduction
Recent developments in the hospitality industry have created a need 
for a large workforce, which has since attracted female employees. 
A restaurant's strengths depend on the performance of human 
resources and employees in their respective areas of responsibility. 
Research has shown that the hospitality industry has a significant 
employee turnover problem compared to other industries. For 
example, hotel staff turnover in developing countries such as 
Indonesia is 6% per year [1]. Most married women workers 
face circumstances that force them to leave their jobs, including 
pregnancy or a spouse moving to another city. Therefore, female 
workers go through different stages before they finally decide to 

leave their jobs, viz. H. Thoughts of leaving a job, thoughts of 
looking for a new job, and finally the worker will decide whether 
to resign or continue his current job [2].

An employee's commitment to the job and the company is likely to 
generate positive energy for the job. As a result, thoughts of work 
or corporate life are always scarce. Likewise, female workers are 
committed to their jobs when they perceive their jobs to support 
and benefit their families [3]. However, there is still little research 
on improving the work and family life of female workers in the 
hospitality industry; therefore, it should be explored. According to 
role accumulation theory, married women have two specific roles: 
work and family responsibilities. One of the main reasons women 
work is to earn an income that can support their families and help 
them prosper. Thus, married employees with children experience 
positive improvements in career and family relationships compared 
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with unmarried colleagues. Comparative studies on this issue have 
found that the willingness or impulsiveness to leave is generally 
lower among workers who perceive their jobs to improve family 
well-being [4]. Consequently, such employees will get more 
attached to their job and the company, and the urge to quit will 
reduce significantly.

Literature Review and the Development of the Hypothesis
Work- family improvement is the situation of the degree to which 
experience in a particular part may ameliorate the quality of life 
in other affiliated places [5]. Work- family improvement may do 
in situations where a hand feels that the work experience is likely 
to ameliorate the family's quality and weal. The accumulation 
proposition on places states that individualities may get colorful 
awards grounded on colorful disciplines [6]. The idea of work- 
family improvement focuses more on establishing a positive 
relationship between work and family. Each of the two places 
may produce an outgrowth that might be helpful in other affiliated 
places. Studies also indicate that work- family improvement and 
work- family pressures are frequently-directions in nature [7]. 

On the other hand, differing propositions indicate that the two 
generalities are more independent constructs that are interrelated. 
Engagement in different places may enrich the function in other 
analogous places. From a three- dimension perspective, work- 
family improvement can be measured in terms of work- family 
development, work- family capital and affect. Farther literature on 
the relationship between work and family also suggests that work- 
family improvement may significantly affect the intention to quit 
work [8]. Also, an advanced rate of work- family improvement is 
associated with a lower intention to quit the job among the workers 
[9]. On the negative, a lower work- family improvement rate is 
associated with advanced development intention. Also, empirical 
studies also suggest that work- family improvement might reduce 
development intention among the workers, which implies that 
when the hand develops a feeling that work may make them have 
a better life and family, their appetite to quit work is reduced 
significantly [6] still, there's an insignificant relationship between 
development intention and work- family improvement. As similar, 
work- family improvement is related to the studies and passions of 
a hand rather than the geste [10]. 

H1 Work- family improvement has a significant impact on the 
intention to quit work of wedded womanish workers
Wedded womanish workers have two defined places, i.e. work and 
family [11]. The benefits of being an employed woman include 
positive feelings, development of new chops, life satisfaction 
and enhanced tone- regard. Work- family improvement is related 
to how the experience in a particular part may ameliorate the 
quality of other affiliated places [12]. Other publications on 
work- family improvement also assert the same thing [13]. One 
of the significant impacts of work- family improvement is work 
involvement or engagement; as similar, the further the wedded 
workers realize that work may help them to gain new chops which 
can help them transition to better family members, the further the 
hand will be attracted to their work, and they perform their duties 

more diligently. Work- family improvement influences work 
involvement and engagement [14]. This is an added advantage 
to the employers who can give the workers with installations that 
can integrate the connection between family and work through the 
mortal coffers practices. 

H2 Work- family improvement has a significant impact on the 
work involvement of wedded womanish workers
The appetite to quit work by a hand is frequently told by the 
liability that an existent will leave the company shortly [15]. 
As similar, workers will be driven to dislike their job and seek 
job openings in other associations whenever they feel a sense of 
fatigue and dropped enthusiasm for their current employer [16]. 
The development intention in a hand is the study and feeling of 
leaving, seeking a job away, and the appetite to leave the company. 
Three pointers are frequently used to measure a hand's development 
intention, including the study of quitting, the appetite to search, 
and the intention to leave [17]. Publications on this suggest that 
workers with a high position of advancement with the employer or 
the company, also they're likely to ameliorate their geste of one of 
them; that is, the workers will tend to be pious to their job, indeed 
though there may be a huge occasion to seek for a new job in 
another association [18]. Work involvement and engagement may 
be a result of labour development. As similar, womanish workers 
with a high rate of work engagement will have a more positive 
influence, making them stay and come more active in their work 
and not intend to quit. Other experimenters and results tested the 
same thesis indicating that workers with low work involvement 
and engagement are more likely to leave their current job and seek 
other job openings away [19] farther studies on this content also 
indicate that work engagement and involvement have a significant 
and negative impact on development intention in an hand. 
Empirical substantiation further confirms that work involvement 
negatively impacts hand development intention an suggestion that 
the further workers are enthusiastic and married to work, the less 
likely their intention to quit and seek a job away [20]. 

H3 Work engagement and involvement have a significant 
impact on the development intention of womanish workers
It's worth understanding why wedded womanish workers will 
develop the appetite to quit their jobs. Wedded womanish workers 
have multitudinous places both in the plant and family setup. As 
similar, womanish workers will tend to quit their job if they feel 
that the income from the job is enough to sustain and ameliorate 
the weal of the family. The study of leaving is frequently driven 
by low hand engagement in their work [1]. As similar, the workers 
will be motivated and eager to work only if they feel that the 
income from the job can profit and ameliorate their family life 
[21]. This will eventually reduce their appetite to quit the job to 
seek indispensable job openings. Thus, this paper will probe the 
impact of work- family improvement and work involvement on 
the development intention of womanish workers.

Research Methodology
This study was grounded on primary and secondary sources of data. 
Primary data sources constitute the online check administered 
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to a sample population of around 300 wedded women working 
in the hospitality assiduity. Secondary data sources for the 
exploration include journals, publications, the internet, physical 
library, and Google scholar. Online checks were transferred in 
word document format through the replier's dispatch addresses. 
The check questions were accompanied by questionnaires which 
were directly linked to the points and objects of this exploration. 
In addition, a live link through was also present for those repliers 
who may have wished to complete an indispensable questionnaire. 
More importantly, the exploration was also grounded on a study 
conducted on a sample population of around 391 womanish 
workers working in a four- star hostel order in Bali, Indonesia 
[1]. Data from this study formed the base of our study and was 
the main source of secondary data for the exploration. The 
sample size for the study involved wedded women working in 
the four- star hostel order in Indonesia, with different family and 
working conditions; therefore, it wasn't possible to generalize 
the different working and family conditions for wedded women 
working in different regions and four- star hostel orders in 
Indonesia. The time frame for the study was nearly one month, 
and the response rate was 85. Still, it wasn't possible to use a 
questionnaire of six clones in this study because the repliers that 
the experimenters used for the check didn't enter the data, and 
responses weren't complete. In addition, the experimenters also 
used the work- family improvement scale, development intention 
scale, work- involvement and engagement scale as styles of data 
collection for the study [22]. The validity test indicated that the 
model espoused by the experimenters was accurate and doable. 
The trust ability test for the exploration also indicated the model 
was respectable. The feasibility of the exploration was performed 
using a structural equation modelling and was used to dissect the 
thesis. As similar, our study was grounded on results from this 
exploration and primary and secondary sources of data.

Results
This study indicates that repliers progressed 20-30 times were in 
the first position, which constitutes around 60. On the other hand, 
our exploration established that repliers employed on an endless 
base comprised around 20. In addition, utmost womanish workers 

who were considered for employment in the hospitality assiduity 
had a parchment education, which constitutes around 53 of the 
total repliers from our online check. In addition, repliers with 
the loftiest work experience in the hospitality assiduity constitute 
around 65 of the total repliers. Statistical ways were used in the 
analysis of the results. For case, the Chi-square test (2) and the 
probability (p) of a measure lower than 0.05 were used to assess 
the experimenters' model and secure the wholeness of the essential 
setting of the study. The limit estimate closer to 0.96 was used 
for the TLI and relative fix indicator, and limit estimate of 0.06 
was used for the RMSEA to match the SEM model and the data. 
Different experimenters from the study recommended colorful 
decency of fits perceptivity, including the CMIN/ DF, GFI, and 
ABFI. The results indicate that all constructs used in developing 
the exploration model met the underpinning stylish of fit.

The Table Below Shows the Evaluation Criteria for the Best-
Fit Indicator
The Best of fit indicator / 
measure 

The cut of 
value Results Conclusion

p-value and Chi-square (χ2) > 0.05 0.05 Best fit
CMIN/DF ≤2.0 1.142 Best fit
GFI ≤0.9 0.93 Best fit
TLI ≥1.0 0.98 Best fit
CFI ≥1.0 0.99 Best fit
RMS ≤0.07 0.02 Best fit
ABI ≥1.0 0.92 Best fit

The research suggested that Chi-square (χ2) test =301486 and 
p-value =0.05, the model was at per with the decency of the 
attack of the SEM model. The table indicates that the effect of a 
basic model is derivable. The construct used to form the research 
model for analysis, i.e. GFI, probability, TLI, CMI /DF, RMSEA 
and ABFI, have all met the underlying best of the fit indicator. 
However, the ABFI is still below the cut of value but within the 
desired limit, indicating that the model matches the available data.

Hypothesis testing was performed by monitoring the probability 
estimate of the regression weights of the SEM; the hypothesis was 
accepted if the p-value was established to be less than 0.05.

The Table Below Shows the Results from the Hypothesis Testing
Hypothesis Impact Estimate SE CR P Conclusion 
H1 Work-family enhancement-Turnover intention -0.36 0.056 -5.03 p≤0.05 Significant 
H2 Work-family enhancement-Work-involvement 0.48 0.07 7.06 p≤0.05 Significant
H3 Work-involvement / engagement-Turnover intention 0.23 0.05 -3.38 p≤0.05 Significant

Note significant limit, p-value ≤ 0.05, and CR ≥ (+-) 1.96.

From the table, we can say that the first thesis (H1), which states that 
Work- family improvement has a significant impact on the intention 
to quit work (development intention) in wedded womanish workers, 
is respectable. The test results indicate a probability measure of 
0.00, which is lower than 0.05, and CR (critical rate) value of 
around -5.03, which is lower than 1.96, and the direct impact of 
work- family improvement on development intention of wedded 
women in the hospitality assiduity is -0.36. The alternate thesis 
(H2), which states that work- family improvement has a significant 
impact on the work involvement of wedded womanish workers, 

can also be accepted. The test results indicate a probability measure 
of 0.00, which is lower than 0.05, and CR (critical rate) value of 
around 7.06, more significant than the significance limit of 1.96, 
and the impact of work involvement on development intention of 
wedded women workers is 0.48. Incipiently the third thesis (H3), 
which states Work- engagement and involvement has a significant 
impact on the development intention of womanish workers, can 
also be accepted. The significance test results show a probability 
measure of 0.00, which is lower than 0.05, and CR (critical 
rate) value of around -3.38, which is lesser than the significance 
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limit of 1.96, and the impact of work involvement on wedded 
women's development intention is -0.23. Work involvement has 
a significant and negative impact on the development intention 
of womanish workers. As similar, the further wedded women get 
engaged in the job, the lower rate of the development intention 
of wedded women leaving their jobs [23] from our analysis of 
the situation, womanish workers frequently feel agitated if they 
can work more diligently. In addition, wedded women are also 
motivated to work in a company where they can develop a sense 
of work engagement. Studies indicate that numerous workers will 
be driven to quit the company if they feel not directly attached 
to their jobs [1]. Empirical substantiation also shows that work 
engagement reduces the development intention; workers with 
an emotional attachment will also be more enthusiastic at their 
jobs, therefore reducing the appetite to quit the company to seek 
indispensable job openings [24]. This implies that the appetite of 
a hand to leave a company is reduced if there's some emotional 
attachment to the company. The work- family engagement has 
a significant and negative impact on development intention 
through work involvement. However, they will feel more engaged 
in their work and reduce the appetite to quit, if wedded women 
have a high position of work- family improvement. In addition, 
a work- family engagement that comprises work- family, affect, 
development, and capital, if managed well, may give the desire for 
job satisfaction and may reduce the study of seeking indispensable 
job openings in other companies [25]. Exploration shows that 
work- family improvement has a significant and positive impact 
on work involvement; therefore, workers feel that their work can 
ameliorate their lives, and they're more likely to be enthusiastic 
about engaging in their work more diligently [24]. Workers will 
perform their duties more diligently only if they believe that the 
job promotes a sense of success in their lives and will make them 
come a responsible family member. Hand engagement in their job 
will reduce their desire to leave the company [26]. Former studies 
on work engagement indicate that work involvement is a positive 
state where a hand can perform their job with commitment and 
fidelity. As similar, if further workers develop a sense of pride in 
their jobs, the lower the intention to quit to seek indispensable jobs 
[27].

Discussion
Work- family improvement has a significant and negative impact 
on the development intention of womanish workers [1]. This 
indicates that if a wedded woman believes that their job can 
ameliorate the quality of family life, they won't suppose of leaving 
the job. On the negative, workers with a low position of work- 
family improvement will increase the appetite of wedded women 
to quit their job. In addition, work- family development, affect, and 
capital, if managed, may enhance the development intention [28]. 
Regarding hand conditions, work engagement may help womanish 
workers gain new chops and come happier, which helps wedded 
women come more individualities in their families; as similar, 
workers will be driven to quit the job if the work cannot promote 
the weal of the family [29]. This logic is in line with former 
exploration, which states that development intention is a pivotal 
predictor of work- family improvement as similar work- family 

improvement may reduce the development intention of womanish 
workers [30]. Work- family improvement has a significant and 
positive impact on work involvement [31]. This indicates that the 
further the wedded womanish workers believe that their work can 
promote a sense of happiness and a better family, the further they're 
likely to develop a sense of engagement with the company. Again, 
the lower the work- family improvement, the lower the position 
of hand engagement in work [32]. A study on this relationship 
suggests that advanced work- family improvement is associated 
with a advanced hand engagement rate in the company [8]. This, 
thus, indicates that work- family improvement has a positive 
impact on hand work involvement.
 
Conclusion
This study asserts that work- family improvement has a significant 
and negative impact on hand desire to quit work through work 
involvement. This indicates that wedded womanish workers will 
feel engaged in their separate jobs only if they've a high position 
of work- family improvement, which in the long run reduces the 
development intention. Also, work- family improvement is also 
comprised of work- family development, affect, and capital, 
which, if well managed, may add further value to the work 
done and reduce hand development intention and desire to seek 
indispensable job openings away. The study conducted in Bali, 
Indonesia, indicates that wedded womanish workers in the four- 
star hostel order had a fairly fair work engagement rate. As similar, 
the operation is assigned with icing that workers are completely 
committed to one job. In addition, work- family improvement is 
perceived to be positive by the workers that assess work- family 
improvement in terms of work- family development, affect 
and capital. Still, a lower position of involvement will help the 
workers to comprehend the different aspects of their work and 
come poignant family members. workers tend to have a lower 
assessment of the hand development intentions, but the loftiest 
position of assessment focuses more on workers' passions and 
however on quitting work. Reducing the development intention of 
womanish workers will bear the workers to have a high position of 
work- family improvement and work involved for the association. 
Thus, this paper is suitable for consideration as a problem and 
perceptive journal in operation, and I would recommend it to any 
anthology.
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