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ABSTRACT 

Today‟s employees spend an incredible amount of time at the workplace and are 

expected to deliver workplace and home duties efficiently. Empowered employees seek career 

satisfaction and women IT professionals are no exception. This paper presents the outcomes of 

a study on career satisfaction among married women IT employees in Kerala State. The study 

sought to trace how select individual and inter-personal factors namely self-efficacy and work-

family conflict serve to predict career satisfaction. Data were collected from 150 married 

women IT employees from three different IT companies in Kerala state using questionnaire 

method. Multiple Regression Analysis was carried out to identify significant predictors of career 

satisfaction. The authors call for innovative and transformational human resource strategies to 

enhance career satisfaction of married women IT professionals.  

Keywords: Career Satisfaction, Self-efficacy, Work-family conflict, IT professionals, married 

women, Kerala 

JEL Classification: 015 

 

I. INTRODUCTION AND PROBLEM STATEMENT 

The Indian IT industry has widened the scope of opportunities for people seeking paid work, 

especially among women. The important factors that encourage women workforce to participate in IT 

sector are options for white-collar job with comparatively high salary, easy international mobility, gender-

neutral policy based on knowledge-centric skills possession, flexible work routine and physically less 

demanding work process in comfortable indoor work - environment (Kumar 2001; Upadhya 2006; 

Shanker 2008).  Performance and Success in the IT profession necessitates accentuated Individualisation 

capacities. One of the key facilitators of Individualisation capacities is self-efficacy. Self-efficacy is self-

evaluation of one‟s ability to successfully achieve plan of action necessary to achieve desired outcome 

(Bandura:1977, 1982 & 1986). It is the personal belief in own abilities to fulfill the task needs and it has 

an impact on behavioural choices (Bandura 1977, 1989).   

The IT industry as a knowledge industry is very demanding and work-intensive, more so for 

married women employees owing to responsibilities at work and home. Working women feel torn 

between the demands of their professional work and their social and marital life including childcare and 

 
Received  : 6thJanuary  2019                                                                                     
Accepted  : 30thJanuary 2019 

Published : 13th February 2019        

Reviewer  :  Dr. K. Boomiraj 
                     D. Hiremath 

http://www.eijfmr.com/


Call For Innovative Facilitators to Career Satisfaction 

 
31 

 Emperor International Journal of Finance and Management Research 

Emperor International Journal of Finance and Management 

Research 

household chores (Lee and Seow, 2001; Lo et al, 2003). One of the imminent social effects of the 

participation of women workforce in IT industry is Work -Family Conflict. Work - Family Conflict as a bi-

dimensional construct comprising of Work to Family Conflict and Family to Work Conflict, is defined as 

a form of inter-role conflict in which the amount of time devoted to work and strain created by the job 

interferes with performing family-related responsibilities and vice - versa (Netemeyer, Boles, & 

McMurrian, 1996). However, in high performance organizations like IT companies, employees just do 

not look out for fat pay checks or fancy designations, but yearn for career satisfaction.  

The study of Clark and Sekher (2007) has drawn inference that flexible labour market in this high 

tech sector improves women employees “financial autonomy, greater mobility and their larger social 

acceptance” in male dominated society. Clark et al., Shanker‟s study (2008) asserts that women 

professionals have enhanced their social status in terms of having economic capital (high income, foreign 

travels), social capital (role model and greater prospects of marriage) and symbolic capital (prestige 

attached to profession). These findings raise the question of whether these outcomes of employment 

contribute to the emotional, personal, financial fulfillment, which brings our attention to the concept of 

satisfaction, especially Career Satisfaction. Jen-Ruei Fu (2010) defined Career Satisfaction as the level of 

overall happiness experienced through one's choice of career. Career satisfaction is a subjective measure 

that captures employees‟ perceptions of their satisfaction with their overall career goals, goals for income, 

goals for advancement and goals for the development of new skills (Greenhaus, Parasuraman & 

Wormley, 1990). This study is an attempt to study the interplay of select factors at the individual and 

inter-personal levels namely, self-efficacy and work-family conflict and career satisfaction. The conceptual 

model of the study has been depicted in Diagram 1 given below. 

Diagram 1 Conceptual Model of the Study 

 
1.1 Significance of the Study 

Career satisfaction has been linked to several important organizational outcomes, such as 

organizational commitment (e.g., Carson, Carson, Phillips, & Roe, 1996; Igbaria, 1991), intentions to 

leave, or "turnover intentions" (e.g., Igbaria, 1991), and support for organizational change (Gaertner, 

1989). Previous studies have found linkages between career satisfaction and productivity and 

engagement, which in turn are linked to higher organizational commitment and increased creativity and 

innovation (Berg, 1991; Peluchette, 1993; Poon, 2004). Harter, Schmidt and Hayes (2002) also found 

that satisfaction is related to a number of other business outcomes including customer satisfaction, 

loyalty, profitability and lower employee turnover at magnitudes that are important to organizations. In 

addition, studies have found that employees who are more satisfied with their careers are more engaged 

and thus they are more likely to contribute actively to the organization‟s success (Peluchette, 1993; 

Harter, Schmidt and Hayes, 2002). In contrast, career dissatisfaction can lead to employees‟ 

disengagement, such that dissatisfied employees are less engaged in their work and are likely to exhibit 

lower performance than satisfied employees (Korman, Wittig-Berman and Lang, 1981). Thus, given the 

importance and implications of career satisfaction, this study is worth the pursuit.  
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1.2 Research Questions 

1. What is the relationship between Self - efficacy, Work - Family Conflict and Career Satisfaction 

of married women IT professionals? 

2. Can Career Satisfaction be predicted in terms of Self - efficacy and Work - Family Conflict? 

1.3 Objectives of the Study 

 To understand the socio-demographic profile of married women IT professionals in Kerala. 

 To measure the relationship between Self – efficacy, Work - Family Conflict and Career 

Satisfaction. 

 To predict Career Satisfaction in terms of Self - efficacy and Work - Family Conflict. 

 To put forth suggestions based on the findings of the study. 

II. REVIEW OF LITERATURE 

Self - efficacy helps employees to focus their attention and reduces distractions (Kanfer & 

Ackerman, 1996), impact the level of difficulty of the goals and the level of commitment towards those 

goals (Locke & Latham, 2002), regularly allot resources towards the accepted goals (Vancouver et al., 

2008), and encourage the search for more efficient strategies(Tabernero & Wood, 1999). Self - efficacy 

has a direct impact on cognitive functioning through its impact on self-satisfaction with the demands of 

the goals and personal development. Bandura (1997) found that individuals who doubt their abilities feel 

dissatisfied with their achievements and themselves, they tend to lose interest in the tasks. Similarly, they 

tend to avoid change and stick to goals they are certain with. The higher their approach of Self - Efficacy, 

the greater the changes in their chosen goals (Earley & Lituchy, 1991).  

In an extensive literature review on Self - Efficacy, Bandura and Edwin Locke (2003) found that 

self - efficacy is one of the most powerful determinants of job performance. In a study by Amtmann, et al 

(2012), it was concluded that there is a direct relationship between self - efficacy and psychological well-

being resulting to a lot of implications such as quality of life which includes work – life as well. A similar 

study by (Prilleltensky and Prilleltensky, 2007) concluded that self - efficacy beliefs contribute to personal 

growth of an employee and quality of life in a positive ways including quality of working life. Compared 

with the employees who doubt their potential, those with high level of self - efficacy work harder, readily 

participate in tasks and encounter challenges and achieve success (Schun, 1995). Luthans et al. (2006) in 

his study quoted that people with high level of self - efficacy are more satisfied with their jobs and are 

more committed to their jobs.  

The work and family relationship has received considerable attention, which has been largely 

initiated by the increased participation of women in the workforce (Powell & Greenhaus, 2010). The 

changing composition of the workforce, coupled with the increasing number of individuals living in 

nontraditional family structures, has further heightened the awareness of conflict between work and 

family roles (Zedeck, 1992).  Mixed evidence is found in the literature as to whether men and women 

experience different levels of Work - Family conflict. Duxbury and Higgins (1992b) found no 

differences in the Work - Family conflict experienced by men and women, while Behson (2002) found 

that women experience higher levels of Work - Family conflict than men do. Work - Family conflict 

may have a significant impact on how individuals view their career outcomes (Powell & Mainiero, 1992; 

Schneer & Reitman, 1993; Stroh & Reilly, 1999). The literature suggests that several variables may 

moderate the relationship between work to family conflict and career satisfaction. In particular, in view 

of existing research, individual differences, including gender, age, marital status, and parental status 

(Blau, Ferber, & Winkler, 1998; Gordon & Whelan, 1998; Powell & Mainiero, 1992; Singh, Greenhaus, 

Parasuraman, & Collins, 1998), and sources of support that may help individuals cope with Work - 

Family conflict, including co-workers and community and financial resources (Ely, 1994; George & 

Brief, 1989; Veiga, 1983), would affect the weight that individuals placed on work to family conflict in 

assessing their career satisfaction. Therefore, the extent to which work - family conflict affects career 
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satisfaction may vary depending upon an individual's family demographic characteristics. Also, support 

may affect how well individuals can cope with work to family conflict and therefore, may mitigate the 

negative effects of work to family conflict on career satisfaction. 

2.1 Null Hypothesis 

The following null hypothesis have been framed for statistical testing 

NH1: There is no significant relationship between Self - Efficacy, Work - Family conflict and Career 

Satisfaction. 

NH2: Self – Efficacy and Work-Family Conflict do not serve to predict Career Satisfaction. 

2.2 Research Methods 

 Descriptive Research Design was adopted to collect the quantitative data from married women 

IT professionals drawn from three IT companies in the city of Trivandrum (the capital city and the largest 

city of Kerala) in Kerala State. The focus areas of the companies identified were digital technology and 

solutions, technology services and consulting and IT providers. The source of data was primary. Universe 

comprised of all married women IT professionals employed in these three IT companies. Simple random 

sampling was done to identify 150 samples.  Inclusion criteria were that respondents had to be married 

women IT professionals with at least 10 years of total work experience. Data were collected through 

questionnaire method.  

The questionnaire was a four-part tool soliciting responses pertaining to socio-demographic 

profile, self-efficiacy, work-family conflict and career satisfaction. Self-efficacy was measured using the 

self-efficacy scale developed by Schwarzer and Jerusalem (1995). It is a 10 item, unidimensional scale 

having a 5 point Likert type response pattern. Work-Family Conflict was measured using the Work to 

Family Conflict and Family to Work Conflict Scale developed by Netemeyer et al. (1996). The subscales 

for work to family conflict and family to work conflict have five items each. The 5-item Career 

Satisfaction Scale was developed by Greenhaus, Parasuraman, and Wormley (1990). The tool was pre-

tested prior to data collection during early 2018. The Cronbach alpha value for the Self - Efficacy scale is 

0.876,Work to Family Conflict sub-scale is 0.865 , Family to Work Conflict sub-scale is 0.925 and Career 

Satisfaction scale is 0.905 suggesting that the items have relatively high internal consistency (reliability 

coefficient of 0.70 or higher is considered  “acceptable” in most social science research).  Inferential 

Statistics such as Pearson‟s Correlation, Multiple Regression Analysis were used for the analysis and the 

hypothesis testing. SPSS version 20 was used to process the data. The limitations of the study may 

emanate from sample size and self-report method.  

2.3 Study Results 

Profile of the respondents 

Almost two - third (65.3%) of the respondents belonged to the age group of 35 years and above. 

Two-third (66.7 %) of the respondents had a family size of up to 4 members. Majority of the respondents 

(72.7%) had up to 2 children. Two-third of the respondents (66.7%) had completed their Post-graduation 

(degrees like M. Tech, MSc. Computer Science etc). While 68% of the respondents had total work 

experience of 10 to 15 years, the rest had total work experience ranging from 15 to 20 years.  

Correlation Between Self-Efficacy, Work-Family Conflict And Career Satisfaction 

Table 1 

Inter-correlation matrix for Self-Efficacy, Work-Family Conflict & Career Satisfaction 

 

 

Variables 

 

 

Values 

Self – 

Efficacy 

Work to 

Family 

Conflict 

Family to 

Work 

Conflict 

Career 

Satisfaction 

Self - Efficacy 
Pearson 

Correlation 
1 -0.198 -0.450 0.750 



Ms. Merin John & Dr. J. S. Gunavathy 

  
                                                                                                                                                                34 

 Emperor International Journal of Finance and Management Research 

Emperor International Journal of Finance and Management 

Research 

Sig. (2-tailed)  0.016 .000 0.00 

N  150 150 150 

Work to 

Family 

Conflict 

Pearson 

Correlation 
 1 .286 -0.358 

Sig. (2-tailed)   0.00 0.00 

N   150 150 

Family to 

Work 

Conflict 

Pearson 

Correlation 
  1 -0.542 

Sig. (2-tailed)    .000 

N    150 

Career 

Satisfaction 

Pearson 

Correlation 
   1 

Sig. (2-tailed)     

N     

Table 1 represents the Pearson correlation analysis to examine the relationship between Self-

Efficacy, Work to Family Conflict, Family to Work Conflict and Career satisfaction. To facilitate 

statistical testing, NH 1 „There is no significant relationship between Self - Efficacy, Work to Family 

Conflict (and Family-Work Conflict) and Career Satisfaction‟ was broken down into: 

 NH 1:1 - There is no relationship between Self-Efficacy and Career Satisfaction  

 NH 1:2 - There is no relationship between Work to Family Conflict and Career Satisfaction 

 NH 1:3 - There is no relationship between Family to Work Conflict and Career Satisfaction 

The correlation results revealed that there is high degree of positive correlation (r=0.75) between 

Self-Efficacy and Career Satisfaction that is statistically significant (p value = 0.00). Hence, NH 1:1 is 

rejected. Further, there is moderate degree of negative correlation (r= - 0.358) between Work to Family 

Conflict and Career Satisfaction; this relation is found to be statistically significant (r = -0.358, p = 0.000). 

Hence, NH 1:2 is rejected.  Also, there is negative degree of moderate correlation (r= -0.542) between 

Family to Work Conflict and Career Satisfaction and this relation is found to be statistically significant (r 

= - 0.542, p = 0.000, p < 0.05). Hence, NH 1:3 is rejected.  

Self-Efficacy and Work-Family Conflict As Predictors of Career Satisfaction  

Table 2a 

Model Summary of Multiple Regression Analysis for Career Satisfaction* 

Model 
Variables 

Entered 
R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

F 

value 

p 

value 

1 
Predictors: (Constant), Self - 

Efficacy 
0.750 0.563 0.560 2.33 189.32 0.000 

2 

Predictors: (Constant), Self - 

Efficacy , Family to Work 

Conflict 

0.787 0.619 0.614 2.18 118.64 0.000 

3 

Predictors: (Constant), Self - 

Efficacy, Work to Family 

Conflict and Family to Work 

Conflict 

0.803 0.645 0.638 2.12 87.83 0.000 
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* Note: As Work-Family Conflict is bi-dimensional, the 2 dimensions, Work to Family Conflict and 

Family to Work Conflict have been considered as unique variables. 

Table 2b 

Coefficient of variables 

Model 3 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
T 

value 

p 

value 
B Std. Error Beta 

 

(Constant) 5.599 2.031  2.757 0.007 

Self – Efficacy 0.440 0.040 0.618 11.118 0.00 

Work to Family 

Conflict 
-0.169 0.052 -0.169 -3.257 0.001 

 
Family to Work 

Conflict 
-0.171 0.044 -0.220 -3.858 0.000 

a. Dependent Variable : Career Satisfaction 

 

Table 2a and 2b present the Multiple Regression Analysis outputs. To test the regression, NH 2 

i.e., “Self-Efficacy and Work - Family conflict do not serve to predict Career satisfaction” was framed. 

Table 2a reveals that all the variables, namely, self-efficacy, work to family conflict and family to work 

conflict serve to predict career satisfaction.  

Step wise Multiple Regression Analysis was applied to find out the predicted values of career 

satisfaction based on self-efficacy and work-family conflict. All the variables namely, self-efficacy, work to 

family conflict and family to work conflict  reached the criterion for entry into the final regression 

equation as indicated by the significant t value (p<0.05). The Model summary is presented in Table 2a. 

From Table 2a, it is clear that 64.5 percent (based on R square value of model 3) of the variance in career 

satisfaction is explained by the independent variables. These variables (namely, self-efficacy, family to 

work conflict and work to family conflict) uniquely explained 56.3%, 5.6% and 2.6% respectively of the 

variance in the dependent variable. For model 3, the F value is 87.83 and the significance value is 0.000 

which shows that the regression model is a good fit. Also, the relative importance of significant variables 

in predicting career satisfaction is self-efficacy (0.618) followed by work to family conflict (-0.169) and 

family to work conflict (-0.220).  To conclude, NH 2 i.e., “Self -Efficacy and Work - Family conflict do 

not serve to predict Career satisfaction” is rejected.  

Discussion  

As employee retention becomes an increasingly important concern for organizations, 

understanding the factors that influence an employee's career satisfaction is increasingly important, and 

updating models in the careers literature to account for current developments in the workforce is 

essential. This study has thrown light on the inter-play between self-efficacy, work-family conflict and 

career satisfaction in the Indian context. As most research is done in the Western context, this study set 

in the Asian context, presents interesting insights into the subject matter. It is essential that IT 

companies develop a definite strategy to facilitate career growth of its employees, maintain their work-

life balance and also increase their self-belief. The biggest challenge for organizations is to be aware of 

and respond to family and social pressures under which women have to work in order for work to have 

synergistic benefits on employees‟ non-work lives, and vice versa. Various organizational policies must 

be drafted with these points in mind. Finally, despite all the good work that HR departments may put in 

to create truly women-sensitive work environments, it is the individual‟s own home support system, 

ambitions and career aspirations that determine whether a woman employee is able to scale new heights.  
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III. SUGGESTIONS  

Transformation in the nature of work and organizing, the surge of women into the workforce in 

the later decades of the 20th century, and recent changes in the ways careers and career development are 

conceptualized. While the ranks of women in organizations have grown exponentially over the last 

decade, organizations are still fundamentally male-dominated. This trend continues even given the 

preponderance of research and anecdotal evidence suggesting that the most successful organizations will 

be the ones that continue to develop the talents and encourage the contributions of their female 

employees.  

On the basis of results on, following suggestions are made. 

i. As self-efficacy is a significant predictor of career satisfaction, Organizations need to identify 

and onboard individuals with high level of self-efficacy. Also, as the IT industry is knowledge 

and technology driven, there is a constant need to be up to date. Hence, organisations also need 

to continuously upgrade employees‟ level of self-efficacy through innovative and 

transformational talent development initiatives.  

ii. As work to family conflict and family to work conflict determine career satisfaction, 

organisations and employees need to be wary of excessive work spill over.  Hence 

organisational support is of paramount importance. Interventions could include family 

supportive supervisory behaviours and other family-friendly human resource management 

practices.  

iii. Career satisfaction could be enhanced through customised career development programmes, 

analysis of career anchor data, benchmarking the success of career management initiatives with 

other companies, career counselling services and so on.  

IV. CONCLUSION 

The present study has highlighted that self - efficacy and Work- Family Conflict are important 

variables in determining career satisfaction and has enhanced our understanding of the ways in which 

individuals and organizations can address the same.  
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