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Abstract

Changes in the way of working have begun to occur along with changes in the environment. This 
study aims to see the direct effect of flexible work arrangements  in terms of flexibility of place and 
time with conflict between roles such asWork-Home and Home-Work Conflict and to see the mod-
erating effect of strong ties to work (on the job embeddedness) and strong ties outside of work oroff 
the job embeddednessto voluntary turnover during the pandemic. This research was conducted 
through the distribution of questionnaires in October to December 2021 to 200 employees of the 
foreign-owned Transportation Management Services Industry assigned to the administration, fi-
nance, marketing and human resources departments operating in Indonesia. Structural Equation 
Model (SEM) with SmartPLS was used to analyze the data obtained. The results of the study show 
that flexible working arrangements  has almost the same negative effect on Home-Work Conflict 
and Work-Home Conflict. And both conflicts have a positive effect on Voluntary Turnover with a 
greater positive influence on Home-Work Conflict and on the moderation of On and Off The Job 
Embeddedness found only in the moderating effect of Off The Job Embeddedness which moderates 
the positive influence between Home-Work Conflict and Voluntary Turnover..
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Pengaruh Pengaturan Kerja Fleksibel Dengan Konflik Antar Peran  
Terhadap Voluntary Turnover Pada Industri Jasa Pengurusan 
Transportasi 

Abstrak
Perubahan cara bekerja telah mulai terjadi seiring dengan perubahan lingkungan. Penelitian ini ber-
tujuan untuk melihat pengaruh langsung antara pengaturan kerja fleksibeldalam hal fleksibiltas tem-
pat dan waktu dengan konflik antar peran seperti work-home dan home-work conflictserta melihat 
efek moderasi dari ikatan kuat pada pekerjaan (on the job embeddedness) dan ikatan kuat di luar 
pekerjaan atau off the job embeddedness) terhadap voluntary turnover pada masa pandemi. Peneli-
tian ini dilakukan melalui penyebaran kuesioner di bulan Oktober sampai dengan Desember tahun 
2021 terhadap 200 karyawan Industri Jasa Pengurusan Transportasi milik asing yang bertugas di 
bagian administrasi, keuangan, pemasaran dan sumber daya manusia yang beroperasi di Indonesia. 
Model Persamaan Struktural (SEM)-PLS digunakan untuk menganalisis data yang didapatkan. 
Hasil dari penelitian menunjukan bahwa FWA berpengaruh negatif hampir sama besar terhadap 
home-work conflic dan work-home conflict. Dan kedua konflik tersebut berpengaruh positif terhadap 
voluntary turnover dengan pengaruh positif home-work conflict lebih besar serta pada moderasi dari 
on dan off the job embeddedness ditemukan hanya pada efek moderasi off the job embeddedness yang 
memoderasi pengaruh positif antara home-work Conflict dan voluntary turnover.
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INTRODUCTION

Changes in all fields began due to the out-
break of the coronavirus (SARS-CoV-2), also 
known as Corona Virus Disease 2019 (CO-
VID-19) at the end of 2019. Due to the very fast 
spread, the World Health Organization (WHO) 
has announced an occurrence of COVID-19 as a 
global pandemic since March 11, 2020. Adapta-
tions to the way of working have also occurred, 
such as the implementation of WFH (work from 
home) which is a global policy in reducing the 
spread of COVID-19 and also so that economic 
activities continue to run in order to maintain 
production to prevent layoffs. and reduce the im-
pact of global economic risks. It’s been more than 
a year and the effects of the pandemic are starting 
to subside, but this WFH policy is still being en-
forced and workers are starting to feel the bene-
fits of this WFH and get used to it. A survey con-
ducted globally shows that 73 percent of workers 
want the WFH option to be continued post-pan-
demic, 67 percent want time to meet face-to-face 
with colleagues/hybrids.

This topic was chosen from the existen-
ce of a disaster emergency where all organiza-
tions that have business processes are required 
to carry out WFH which is the implementation 
of Flexible work arrangements in terms of place 
and time of work. WFH can be a paradigm of 
flexible working which is one of the strategies 
to increase organizational progress that can be 
chosen by workers (Dilmaghani, 2021). WFH 
also has the potential to have a significant ef-
fect on work-home and home-work conflicts 
as a result of working from home which causes 
conflict between roles (Chung & van der Lip-
pe, 2020; Darouei & Pluut, 2021; Lemos et al., 
2020), therefore it becomes important to dig 
deeper to identify the conflicts that arise in or-
der to avoid voluntary turnover (Lee & Maurer, 
1999; Srimindarti et al., 2017; Ratnawati et al., 
2020). Like not having space at home to work 
comfortably, workers who live with other peop-
le and workers often find it difficult to maintain 
a time limit between working and not working 
(Williams et al., 2016).

Several research has found that the majo-
rity of Americans report some conflict between 
their work life and personal or family life that 
can be resolved with good timing so that ba-
lance can occur. Darouei & Pluut (2021) stated 
that, workers who work from home experience 
less work pressure in terms of time. Other rese-
archers also found that work time imbalances 
occur because of workers interrupting work ac-
tivities more to deal with home demands during 
working hours which results in work-home con-
flicts (Delanoeije et al., 2019).

Another study by Microsoft (2021) sta-
ted that more than 40% of the global workforce 
is considering leaving the company voluntarily, 
because after almost a year of WFH they expe-
rience a shortage of essential office supplies at 
home (42%), one in 10 workers do not work. 
have adequate internet connection to do their job 
and more than 46% say the organization does not 
support them with remote working facility.

Research about FWA has been carried 
out by many previous researchers (Hochschild, 
1997; Moen et al., 2011; Heathfield, 2018; Kos-
sek & Lautsch, 2018). However, there are not 
many studies on FWA that link work-home 
and home-work conflict variables with being 
moderated by on-the-job and off-the-job em-
beddedness when compared to research linking 
FWA with work-life balance variables (Hill et 
al., 2001; Crosbie & Moore, 2004; Haar et al., 
2014; Brauner et al., 2019; Carnevale & Hatak, 
2020; Chung & van der Lippe, 2020; Songsan-
gyos & Iamamporn, 2020) during a pandemic.

Likewise, research on Work-Family Con-
flict has been widely carried out (Frone et al., 
1997; Gerson & Jacobs, 2004; Carr et al., 2008; 
Lemos et al., 2020; van der Lippe & Lippényi, 
2020), however, there are not many studies on 
FWA that look at which inter-role conflicts af-
fect Voluntary Turnover which is moderated on 
and off the job embeddedness (Allen et al., 2013; 
Nakrošienė et al., 2019; Rubenstein et al. , 2020)

The McKinsey Global Institute in its re-
search reveals the “forced-trial” effect of the 
pandemic has prompted many organizations 
to plan to allow some workers to work outside 
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the office, at least part-time, due to the disap-
pearance of barriers that prevent flexible work 
from being carried out such as technology, 
which used to be an obstacle. before the pan-
demic. (Lund et al., 2020). This is reinforced 
by a survey conducted by Gartner (2020) of 
81% of workers working in organizations that 
implement WFH practices, 41% of whom plan 
to work remotely more frequently. often in the 
post-pandemic period. The survey also shows a 
high demand from workers to stay in their job 
in the same organization if WFH continues its 
implementation.

From an organizational point of view the 
advantage of offering WFH is to attract and re-
tain highly skilled workers by matching time 
and workflow (Bailey & Kurland, 2002; Aboel-
maged & Subbaugh, 2012). This new way of 
working has been well-thought-out as an alter-
nate way of establishing work to give workers 
more flexibility in terms of working schedule, 
and to balance work and non-work responsibi-
lities, and minimizing work time (Felstead et 
al., 2002) and as an attempt by organizations to 
keep skilled workers from wanting to work. to 
engage in voluntary turnover (Lund et al., 2020; 
Rubenstein et al., 2020).

Kelliher & Anderson (2010) predict that 
the implementation of FWA can be a future so-
lution to increase job satisfaction with organiza-
tional commitment that can encourage workers 
to provide the best performance. Workers who 
are more flexible to work are expected to conti-
nue to achieve optimal output, because workers 
feel that the organization supports flexible work 
(Takeuchi et al., 2009; Huffman et al., 2014; Ko-
tey & Sharma, 2019).

Not many studies have tested the imple-
mentation of flexible work arrangements asso-
ciated with Work-home conflict & home-work 
conflict moderated by on the job embeddedness 
and off the job embeddedness which have an ef-
fect on Voluntary Turnover during a pandemic 
and also the moderating effect of On The Job 
Embeddedness and Off The Job Embedded-
ness, which one has more influence on volunta-
ry turnover.

The purpose of this study is to be able to 
see the effect of FWA with Work-Home and 
Home-Work Conflict and to examine the mo-
derating effect of embeddedness (strong bond) 
on work (on the job) and outside of work (of 
the job) which is more moderating voluntary. 
turnover and to see which conflicts affect Vo-
luntary Turnover more (Rubenstein & Allen, 
2020) during the pandemic. It is hoped that 
this research can contribute thoughts and con-
siderations for organizations to prepare flexible 
work arrangements so that they can provide po-
sitive managerial implications, especially for the 
transportation management service industry to 
carry out flexible work arrangements in order 
to anticipate conflicts between roles so that the 
urge to do voluntary turnover is reduced in the 
post-pandemic.

Hypothesis Development  
Relationship of Flexible Work Arrangements 
(FWA) and Work-Home and Home-Work Con-
flict

Flexibility in working has become a mat-
ter of attention to many researchers, practitio-
ners and advocates of public policy as a way 
for individuals to balance their role at work 
and at home (Albion, 2004; Bailey & Kurland, 
2002; De Menezes & Kelliher, 2011; Shockley 
& Allen, 2007). This research analyze the rela-
tionship between flexible work arrangements 
and work-at-home and work-at-home conflicts 
by deconstructing the flexibility constructs 
of work-at-home and work-at-home conflicts 
(work-with-community interference versus 
community-work interference) in terms of fle-
xibility. time and place of work will make a dif-
ference in the results to be achieved ( Jeffrey H. 
Greenhaus & Powell, 2003; Byron, 2005; Gol-
den et al., 2006).

Research conducted by Hammer et al. 
(2005); Hill et al. (2003); Schieman & Young 
(2010) shoes an increase in work-home con-
flict due to FWA, workers stated that working 
from home complicates the balance of work 
with home roles, the boundaries between the 
home and work domains become more blurred 
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(Duxbury & Higgins, 1991; Schieman & Young, 
2010). Workers will tend to think about work in 
organizations that can prevent them from the 
demands of work at home (Voydanoff, 2005). 
This opinion is reinforced by Gajendran et al. 
(2015) who stated that the form of FWA work 
will blur the time limits of work and homework 
demands so that it can increase work-home 
conflicts and home-work conflicts. Mallett et al. 
(2020) can be a burden for some women who 
have families and have school-age children.

However, this contradicts the research 
conducted by Shockley & Allen (2007) that 
workers with families are helped by the appli-
cation of FWA to manage both roles, namely 
work and family roles. Previous research has 
stated that this way of working is more valued 
by women than men (Mokhtarian et al., 1998; 
Sekine et al., 2010; Jones & Seitani, 2019) be-
cause flexibility can help women in taking care 
of the household and children. (Mokhtarian et 
al., 1998) and they are more motivated to work 
in this way of flexibility as it given them a chance 
to plan their work and family time ( Jones & Sei-
tani, 2019). On the other hand, the role of men 
becomes more involved in household affairs, 
which can lessen the segregation that exists bet-
ween men and women.

The COVID-19 pandemic, is a time of 
crisis that forces every individual to work from 
home, where every activity that is usually done 
outside the home is replaced with online mee-
tings as a way to stay connected with other in-
dividuals and many workers handle the weights 
of work while also handling childcare and fami-
ly and other household chores under one roof 
(Bevan & Mason, 2020; Darouei & Pluut, 2021; 
Dayaram & Burgess, 2021; Kniffin et al., 2021). 
Implementation of work from home activities 
with flexible time arrangements allows for inter-
ruptions of work time to do homework. Time 
flexibility allows workers to better schedule 
their working hours so that homework guidan-
ce can be facilitated, such as washing clothes, 
teaching children to study or participating in 
religious-related online activities (Golden et al., 
2006; Versey, 2015).

The research above is supported by Al-
len et al. (2013); Darouei & Pluut (2021) who 
found that the FWA relationship reduced the 
possibility of work-home conflict and home-
work conflict, the hypothesis in this study was 
obtained as follows:
H1a: Flexible Work Arrangements and Work-

Home Conflict have a negative effect.
H1b: Flexible Work Arrangements and Home-

Work Conflict have a negative effect.

Relationships Work-Home and Home-Work 
Conflict and Voluntary Turnover

Work-Home and Home-Work Conflict is 
defined as an individual’s understanding of how 
work and roles at home exert pressure on each 
other (Duxbury & Higgins, 1991). Such con-
flicts have been identified as a source of stress 
(Bacharach et al., 1991; Frone et al., 1992) that 
affect organizations in terms of reduced produc-
tivity, loss of working hours and ultimately inc-
reasing voluntary turnover (Ganster & Schaub-
roeck, 1991; Rotondo et al., 2003; Armstrong et 
al., 2007).

Cohen (1997) states that Work-Home 
and Home-Work Conflict can be a factor thar 
drives workers to quit their jobs due to tasks and 
stress at work which not only causes a burden 
at work, but also becomes a problem in living 
at home and vice versa. In these circumstances, 
quitting a job can be a way for workers to con-
centrate on their role at home (Huffman et al., 
2014). Other research reveals that workers so-
metimes find it difficult to forget the work that 
must be done at the workplace while being at 
home, resulting in work-family conflict and vo-
luntary turnover due to family demands, such as 
the demands of a childcare role. 

From an organizational perspective, a 
high level of voluntary turnover can have a ne-
gative impact on the company, because they will 
lose employees who perform well. The compa-
ny will increase recruitment costs and retraining 
costs which will certainly be a burden both in 
terms of cost and time (Long et al., 2012). Com-
panies that are able to survive and compete are 
companies that are able to utilize reliable human 
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resources and perform well by providing com-
fort in work or in a work environment, the lon-
ger the working period of the worker, the less li-
kely they are to contribute to voluntary turnover 
(Loewenberg, 2014).

Darouei & Pluut (2021), in their research 
found that when employees work from home 
that day, and there is no time pressure, they 
will feel a lower level of work-family conflict 
on that day. In addition, work-family conflict is 
predicted to increase due to worker fatigue and 
affect the organization where they work, becau-
se organizational support is needed in providing 
protocols for working from home that aim to 
protect workers’ welfare in order to avoid volun-
tary turnover (Crossley et al., 2007)

As previously mentioned, Work-Home 
and Home-Work Conflict have a positive effect 
on voluntary turnover. It is proven in a study of 
199 public accountants (Greenhaus et al., 2001) 
and 201 workers in assembly and manufacturing 
plants in the United States (Carr et al., 2008) 
showing that Work-Home and Home-Work 
Conflict have a positive direct effect on volun-
tary turnover. Voluntary turnover intention will 
increase if the conflict between roles is not clear, 
and excessive workload continues to increase. 
(Greenhaus et al., 2001; Carr et al., 2008; Yang 
et al., 2018; Huffman et al., 2014; Rubenstein et 
al., 2020). From the results of the literature re-
view, the following hypotheses were built.
H2a: Work-Home Conflict has a positive effect 

on Voluntary Turnover
H2b: Home-Work Conflict has a positive effect 

on Voluntary Turnover

The Moderating Role of on Job Embeddedness 
on Work-Home and Home-Work Conflict and 
Voluntary Turnover

Excessive demands of one role can inter-
fere and result in work conflicts to home or vice 
versa from the two domains (Nohe et al., 2015). 
However, these patterns are often complicated 
by the moderation of the on-the-job embed-
dedness variable implied by Rubenstein et al. 
(2020) which may give rise to other variations 
in the results. The attachment experienced in 

one domain (e.g., work) may have a positive or 
negative effect on another (e.g., family life) and 
vice versa (Pleck et al., 1980)

Regarding the effect of inter-role conflict 
and voluntary turnover, the typical theoretical 
reason is that the disturbance experienced bet-
ween the two roles creates an unpleasant state of 
psychological distress (Carr et al., 2008; Huff-
man et al., 2014; Yang et al., 2018 ). With this 
thinking, resigning from work can be construed 
as a way to reduce the demands of work roles to 
concentrate on home roles, therefore elimina-
ting conflict (Huffman et al., 2014).

On-job embeddedness moderated the 
positive effect between work-home conflict and 
voluntary turnover, so that the connection was 
weaker (less positive) because on-job embed-
dedness increased and stronger (more positive) 
because on-job embeddedness was reduced. 
From the results of the literature review, a hy-
pothesis is built, as follows:
H3a: On-the-Job Embeddedness moderates the 

positive effect between Work-Home Con-
flict and Voluntary Turnover.

 H3b: On-the-Job Embeddedness moderates 
the positive effect between Home-Work 
Conflict and Voluntary Turnover.

The Moderating Role of off Job Embeddedness 
on Work-Home and Home-Work Conflict and 
Voluntary Turnover

In this study, it will also be investigated 
whether inter-role conflict will affect volunta-
ry turnover differently according to the ability 
of employees in each domain, such as research 
at the level of On and Off the-Job Embedded-
ness which moderates voluntary turnover more 
(Mesmer-Magnus & Viswesvaran, 2005; Feld-
man et al., 2012).

An employee with a significant level of 
Off Job Embeddedness is better in coping with 
work and life conflicts and found to be less li-
kely to want to leave the organization (Treuren 
& Fein, 2021a) because they are more engaged 
to life outside of work so it allows them to gain 
social support. As long as there is a conflict bet-
ween roles, this social support (Off Job Embed-
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dedness) enhances the employee’s existing abili-
ty to overcome the various challenges created by 
inter-role conflict on his own. Employees who 
experience work-related stress are able to find a 
way to cope with their job duties by taking time 
off from work and participating in activities out-
side of work. From the results of the literature 
review, a hypothesis is built, as follows:
H4a: Off-the-Job Embeddedness moderates the 

positive effect between Work-Home Con-
flict and Voluntary Turnover.

H4b: Off-the-Job Embeddedness moderates the 
positive influence between Home-Work 
Conflict and Voluntary Turnover.

The interaction between work and home 
can be undesirable, for example, when time spent 
working leaves too little time for personal life, 
or it can be positive, for example, when work is 
completed on time to a happy and satisfied mood. 
Greater embeddedness in life outside of work can 
cause employees to face high role conflict and 
are even more likely to choose voluntarily to quit 
their jobs (Rubenstein et al., 2020).

Based on the above hypothetical frame-
work, the research model can be described as 
shown in Figure 1.

METHOD

In this study, the primary data collection 
method was carried out using a survey method 
with questionnaires distributed online to 200 
foreign private employees working in the freight 

forwarding industry operating in Indonesia.Me-
asurement of the research instrument was car-
ried out using a Likert scale with a scale of 1 – 7 
(1 = strongly disagree and 7 = strongly agree). 
Overall, the research instrument amounted to 
45 statements, consisting of 16 statements for 
the flexible work arrangement variable (FWA) 
adopted from (Nakrošienė et al., 2019), 10 
questions for the work-home conflict variable 
and the home-work conflict variable adopted 
from Netemeyer et al. (1996), each 7 statements 
for the moderating variable on the job embed-
dedness and off the job embeddedness adopted 
from Crossley et al., (2007) and 5 statements for 
the voluntary turnover variable adopted from 
Crossley et al. (2007) and Wayne et al. (1997).

To test the feasibility of the instrument, a 
pre-test was conducted on 30 respondents. The 
pre-test results were processed by factor analy-
sis to test the validity and reliability with SPSS 
23. The measurement values   of Kaiser-Meyer-
Olkin (KMO) and Measure of Sampling Ade-
quacy (MSA) are used for testing the validity 
of the questionnaire. The KMO and MSA va-
lues   are more than 0.5, which means that the 
factor analysis and sampling adequacy are ap-
propriate. Reliability test are carried out with 
Cronbach’s Alpha measurement. The closer the 
Cronbach’s Alpha value is to 1, the better (Hair 
et al., 2014).

Based on the results of the validity and 
reliability testing, it was found that only 13 sta-
tements of the flexible work arrangement va-
riable (FWA) were declared valid, the variables 

Figure 1. Research Framework
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of work-home conflict, home-work conflict, off-
the-job embeddedness and voluntary turnover 
were all declared valid. the moderating variable 
on the job embeddedness is only 4 statements 
which are declared valid. Thus, the total number 
of valid and reliable research instruments is 39 
statements that will be used as questionnaires in 
this study. 

Data Analysis Method
This research is a quantitative research to 

test and prove the hypothesis and to determine 
the effect of several variables. The study began 
by distributing questionnaires via Google Form 
to workers working in the transportation mana-
gement service industry operating in Indonesia, 
data collection was carried out from October to 
December 2021. The collected data was then 
analyzed using the Structural Equation Model 
(SEM) method with SMART-PLS software to 
analyze multivariate data with several research 
variables simultaneously.

Population and Sample
The research population is all private emp-

loyees of the freight forwarding industry opera-
ting in Indonesia, which are foreign investment 
companies engaged in goods management and 
delivery services ranging from licensing, tran-
sportation, warehouses, import-export proces-
ses, customs management services to shipping 
services. door-to-door goods. For the sample 
population this study choose employees from 
the department that are working flexibly such 
as accounting, human resource, finance and ot-
hers to provide valuable feedback on the effect 
of flexible working arrangement with inter role 
conflict on voluntary turnover. 

There are six aspects that become ob-
jects in this study, namely flexible work arran-
gements, work-home conflicts, home-work 
conflicts, on the job embeddedness, off the job 
embeddedness and voluntary turnover with a 
total of 39 research instruments. To determine 
the number of samples used for research is at le-
ast 5 times the number of questions (Hair et al., 
2014), so the minimum sample size in this stu-

dy is 195 respondents. The sampling technique 
was carried out by purposive sampling method 
which was selected based on criteria that were in 
accordance with the research objectives.

RESULT AND DISCUSSION 

Respondent Analysis
The selected respondents are single or mar-

ried workers with or without dependent children, 
because this can further clarify in understanding 
the two variables of the WHC-HWC conflict so 
that the application of flexible work arrangements 
in a sustainable manner can also be known. Pro-
fessions of workers that allow for the implemen-
tation of work flexibility, namely where they have 
the ability to work from home, such as accounting 
employees, human resources, administration and 
marketing staff with an age range of 21-55 years 
and have worked for a minimum of three years in 
the company the same, in order to better see the 
desire to move voluntarily.

The object of this research is foreign 
private employees who work in the transpor-
tation management service industry operating 
in Indonesia. Based on the data obtained, the 
majority of respondents are female, as many as 
108 people (54%) and 92 people (46%). The 
characteristics of respondents based on age 
are the largest majority respondents aged 46-
50 years, namely 60 people (30%). Based on 
the latest education level, the majority of res-
pondents are undergraduate graduates (S1) as 
many as 114 people (57%). In terms of emplo-
yment as many as 78 people (39%) worked in 
the company where they worked for 3-5 years, 
36 people (18%) worked for 6-10 years, 32 
people (16%) had worked for 11-15 years and 
as many as 54 people (27%) for more than 16 
years.

Judging from marital status as many as 146 
people (73%) are married of which 120 people 
(82%) already have children, and as many as 54 
people (27%) are not married where as many as 
32 people (59%) still live with their parents or 
family. Detail of respondent demographic can 
be seen at Table 1.
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Construct Validity and Reliability Test
Before testing the hypothesis, the measure-

ment model is first tested to determine the validi-
ty and construct reliability of each variable. The 
tests carried out include the analysis of the outer 
model and the analysis of the inner model.

Outer model analysis is carried out to en-

sure that the measurement used is feasible to be 
used as a valid and reliable measurement. The 
outer model analysis is carried out by looking at 
several indicators, including convergent validity, 
discriminant validity, composite reliability, Ave-
rage Variance Extracted (AVE) and Cronbach’s 
alpha.

Table 1. Respondent Demographic

Demographic Classification Respondent Percentage(%)
Gender Male 92 46

Female 108 54
Total 200 100
Age Group 21 – 26  Years old 38 19

27 – 31 Years old 22 11
32 – 36 Years old 22 11
37 – 40 Years old 16 8
41 – 45 Years old 60 30
46 – 50 Years old 20 10
51 – 55 Years old 22 11

Total 200 100
Education Elementary School 0 0

Middle School 0 0
High School/Vocational 12 6
Associate Degree 40 20
Bachelor Degree 114 57
Master/Doctorate Degree 34 17

Total 200 100
Work Experience 3 – 5 Years 78 39

6 – 10 Years 36 18
11 – 15 Years 32 16
More than 16 Years 54 27

Total 200 100
Marital Status Single 54 27

Married 146 73
Total 200 100
Living alone 22 41
Living with family/parents 32 59
Total 54 100
Have kid(s) 118 81
Don’t have kids 28 19

Total 146 100
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The measurement of convergent validity 
is done by looking at the loading factor value for 
each item in the latent variable. The loading fac-
tor value is said to be eligible if it is > 0.7. Measu-
rement of validity and reliability is also done by 
looking at the Average Variance Extracted (AVE) 
indicator which has a requirement of > 0.5. The 
next indicator to be analyzed is discriminant vali-
dity, discriminant validity observed by the value of 
the square root of AVE factor which is intended to 
determine whether the construct has an adequate 
discriminant, i.e. if the discriminant value on the 
intended construct is greater than the value of the 
other constructs. Based on the test results, it is 
found that all statement items are valid and meet 
the requirements. The results of the construct va-
lidity test of all variables can be seen in Table 1. 

To see construct reliability, internal consis-
tency method can be used by looking at the value 
of composite reliability and Cronbach’s Alpha. 
According to Hair et al. (2014) a construct is said 
to be reliable if it has a composite reliability value 
of > 0.7 and Cronbach’s Alpha value of 0.6. The 
test results state that all variables used in this stu-
dy meet the requirements and are reliable for use 
in research (Leguina, 2015). The results of the 
validity and reliability test can be seen in Table 2.
Structural Test Analysis

After getting the results of a valid and reli-
able outer model, then testing the inner model to 
see the relationship between the constructs ob-
tained from the R-square value. The next aspect 
that needs to be analyzed is the significance value 
of the R-square value. To see the relationship bet-

Table 2. Construct Validity and Reliability Testing

Average Vari-
ance Extracted

Discriminant Validity 
(Square Root of AVE)

Composite 
Reliability

Cronbach’s 
Alpha

Flexible Working Arrangement 0,565 0.752 0.925 0.919
Work-Home Conflict 0.780 0.884 0.946 0.929
Home – Work Conflict 0.787 0.888 0.984 0.932
On-The-Job Embeddedness 0.622 0.789 0.876 0.816
Off-The-Job Embeddedness 0.791 0.890 0.929 0.910
Voluntary Turnover 0.582 0.763 0.832 0.844

  Source: Data processed (2022)

Figure 2. SEM-PLS Output Display
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ween the constructs of the research model. The 
results of the R-square output can be seen in Fi-
gure 3 and Table 3.

Based on the results of the analysis, the 
R-square value for work-home conflict is 0.123, 
where the variable flexible work arrangements 
can explain the work-home conflict variable by 
12.3%. The R-square value of home-work conflict 
is 0.126, which means that the Home-Work Con-
flict variable can be explained by the flexible work 
setting variable of 17.8%. The R-square value of 
voluntary turnover is 0.695, which means that 
the voluntary turnover variable can be explained 
by the work-home and home-work conflict va-
riables of 69.5%. 

Another tests to be carried out on the inner 
model can also be done by looking at the Q2 value 
(predictive relevance), based on the research con-

ducted, the Q2 value is 0.780. The last test carried 
out to look at the reliability of the inner model is 
the Goodness of Fit test, the GoF result is 0.630 
which according to Tenenhaus et al. (2004) the 
research model can explain the conditions to be 
studied. From the R2, Q2 and GoF tests, it can be 
seen that the model formed is robust. So that the 
hypothesis testing can be done.

Research Hypothesis Test
Hypothesis testing is done by looking at 

the probability value and T-value. A good pro-
bability value is the p-value with an alpha of 5% 
worth less than (<) 0.05. Meanwhile. the t-table 
value that meets the requirements for 5% alpha 
is 1.96. So that the condition for a hypothesis 
to be accepted is when the t-value > 1.96. The 
structure and results of the research hypothesis 
testing are obtained at Figure 3. 

Based on the Table 4, the hypothesis 
(H1a) is that flexible work arrangements and 
Work Home Conflict have a negative effect, so 
the data supports the hypothesis because the t-
value is 5.20 > 1.96 and P values   is 0.00 < 0.05. 
The hypothesis (H1b) concludes that flexible 
work arrangements and Home-Work Conflict 
have a negative effect with t-value 5.18 > 1.96 
and P values   0.00 < 0.05 so the data supports the 
hypothesis. Analysis of the hypothesis (H2a) 
data supports the hypothesis, where Work-Ho-
me Conflict has a positive effect on Voluntary 
Turnover. This can be seen from the results of 
the pat analysis obtained with a t-value of 2.43 > 

Table 3. R-Square Testing

R Square Adjusted R 
Square

Work-
Home 
Conflict

0.123 0.170

Home 
– Work 
Conflict

0.178 0.669

Voluntary 
Turnover 0.695 0.114

Source: Data processed (2022)

Figure 3. SEM-PLS Bootstrapping Output Display.
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1.96 and a P value of 0.02 < 0.05. For the hypot-
hesis (H2b) Home Work Conflict has a positive 
effect on Voluntary Turnover seen from the out-
put t-value 2.85> 1.96 or P values   0.00 <0.05 so 
the data supports the hypothesis.

Furthermore, for the moderating role of 
On-The Job Embeddedness, in the hypothesis 
(H3a) it was found that On-the-Job Embedded-
ness did not moderate the positive effect bet-
ween Work Home Conflict and Voluntary Tur-
nover, where the relationship would be weaker 
if On-the-Job Embeddedness increased and will 
be stronger when On-the-Job Embeddedness 
decreases. This hypothesis is not supported by 

the Path Coefficient output obtained with a t-
value of 1.17 < 1.96 or P values   of 0.10 > 0.05 so 
that the On-The Job Embeddedness data does 
not moderate the positive influence between 
Work-Home Conflict and Voluntary Turnover. 

Likewise with the hypothesis (H3b) it 
was found that On-the-Job Embeddedness did 
not moderate the positive effect between Home-
Work Conflict and Voluntary Turnover, where 
the relationship would be weaker if On-the-Job 
Embeddedness increased and would be stronger 
if On-the-Job Embeddedness increased. Job Em-
beddedness decreased, because the results of the 
t-value 0.85> 1.96 and P values   0.40 <0.05,

Table 4. Research Model Hypothesis Testing

Hypothesis Hypothesis Statement T- Value
(1.96)

P-Value
(0.05) Conclusion

H1a Flexible work arrangements and 
Work-Home Conflict have a 
negative effect

5.20 0.00 The data support the 
hypothesis

H1b Flexible work arrangements and 
Home-Work Conflict have a 
negative effect

5.18 0.00 The data support the 
hypothesis

H2a Work-Home Conflict has a positive 
effect on Voluntary Turnover

2.43 0.02 The data support the 
hypothesis

H2b Home-Work Conflict has a positive 
effect on Voluntary Turnover

2.85 0.00 The data support the 
hypothesis

H3a On-the-Job Embeddedness 
moderates the positive influence 
between Work-Home Conflict and 
Voluntary Turnover

1.17 0.10 The data do not support 
the hypothesis

H3b On-the-Job Embeddedness 
moderates the positive influence 
between Home-Work Conflict and 
Voluntary Turnover

0.85 0.40 The data do not support 
the hypothesis

H4a Off-the-Job Embeddedness 
moderates the positive influence 
between Work-Home Conflict and 
Voluntary Turnover

0.31 0.24 The data do not support 
the hypothesis

H4b Off-the-Job Embeddedness 
moderates the positive influence 
between Home-Work Conflict and 
Voluntary Turnover.

2.40 0.00 The data support the 
hypothesis

Source: Data processed (2022)
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In the moderating role of Off-The Job Em-
bbededness, in hypothesis (H4a) it is found that 
Off-the-Job Embeddedness does not moderate 
the positive effect between Work Home Con-
flict and Voluntary Turnover. This hypothesis is 
not supported by the output obtained with a t-
value of 0.31 < 1.96 or P values   of 0.24> 0.05 so 
that the Off-The Job Embeddedness data does 
not moderate the positive influence between 
Work-Home Conflict and Voluntary Turnover. 

However, in the hypothesis (H4b) it was 
found that Off-the-Job Embeddedness modera-
ted the positive influence between Home-Work 
Conflict and Voluntary Turnover, where accor-
ding to the results of the t-value 2.40 > 1.96 or P 
values   0.00 < 0.05 so this hypothesis is accepted. 
It can be interpreted that Off-the-Job Embedded-
ness moderates the positive relationship between 
Home-Work Conflict and Voluntary Turnover, 
where the relationship becomes stronger when 
Off-the-Job Embeddedness increases and weaker 
because Off-the-Job Embeddedness decreases.

Other additional data shows that there 
is an indirect relationship between the Flexible 
Working Arrangement variable and Voluntary 
Turnover mediated by Work-Home Conflict 
with a t-value of 2.18> 1.96 or P values   of 0.04 
<0.05 and also an indirect relationship between 
the Flexible Working Arrangement variable and 
Voluntary Turnover mediated by Home-Work 
Conflict with a t-value of 2.78> 1.96 or P values   
of 0.04 <0.05 which means that flexible work 
arrangements can affect workers’ desire to quit. 
from work voluntarily.

Discussion 
The results of this study indicate that the-

re is an influence given by flexible work arrange-
ments on Work-Home Conflict and Home-Work 
Conflict and indirectly affects the Voluntary Tur-
nover of workers. Through the results of testing 
the first hypothesis (H1a) it is known that fle-
xible work arrangements have a negative effect 
on Work-Home Conflict, this is because if on 
that day employees work from home, and there 
is no time pressure, then they will feel the level of 
work-family conflict will increase. lower.

In testing the second hypothesis (H1b) it 
was found that flexible work arrangements have 
a negative effect on Home-Work Conflict (H1b) 
which means that the more flexible the time wor-
kers have to work, the less conflict between life at 
home and work in the office. Several previous stu-
dies have stated that this flexible way of working 
is much appreciated by female workers compared 
to male workers (Mokhtarian et al., 1998; Sekine 
et al., 2010; Jones & Seitani, 2019) because fle-
xibility can help women in managing household 
and children. (Mokhtarian et al., 1998) they also 
feel more motivated to work in this way of fle-
xibility as it allows them to plan their work and 
family time ( Jones & Seitani, 2019). From the 
testing of these two hypotheses, it can be inter-
preted that the more flexible the way and time of 
employees work, the lower the perceived conflict 
from the work domain to home life and vice versa 
felt by employees. The results of this hypothesis 
have similarities with some of the findings by Al-
len, (2001); Allen et al. (2015) and de Sivatte & 
Guadamillas, (2013). Employees benefit greatly 
from the availability of flexible work arrange-
ments from the company, employees can flexibly 
adjust working hours according to their indivi-
dual needs, as long as the total working hours of 
employees are met, such as 8 hours in one day. In 
this setting, employees who utilize flexible work 
arrangements have the convenience of managing 
work life and home life so that employees do not 
experience great pressure when combining work 
and family domains (Clark, 2000).

Apart from reducing Work-Home Conflict 
and Home-Work Conflict, the results of the study 
also found an indirect effect in minimizing Volun-
tary Turnover, where this finding means that the 
more flexible employees’ work arrangements are, 
the lower employees have the desire to leave their 
company voluntarily (Allen, 2001; Batt & Val-
cour, 2003; Thompson & Prottas, 2006).

Furthermore, this study found a positive 
relationship between Work-Home Conflict and 
Voluntary Turnover (H2a) and Home-Work 
Conflict with Voluntary Turnover (H2b), this is 
in line with research conducted by (Cloninger et 
al., 2015), that work and life at home is the most 
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important domain in human life. Thus, if the 
demands of one role interfere with other roles, 
workers will have the desire to leave their jobs or 
look for other jobs that can be more flexible to 
integrate their work with home life (Finthariasa-
ri et al., 2020; Rubenstein et al., 2020) .

However, in this study there are results sho-
wing that On-The-Job Embeddedness does not 
moderate the positive influence between Work-
Home Conflict and Home-Work Conflict with 
Voluntary Turnover where the relationship bet-
ween the two will be weaker if On-The-Job Em-
beddedness increases and will be stronger. when 
On-The-Job Embeddedness decreases. This is li-
kely due to the large number of respondents who 
have worked for 3-5 years with a percentage of 
39% which causes On-The-Job Embeddedness 
not to have a big influence on the two conflicts 
in the decision to move voluntarily. This research 
was conducted during a pandemic which alleged-
ly caused attachment to the organization in this 
case the company where the employee worked 
and the social environment had no effect on work 
and home conflicts and also had no effect on the 
desire to move voluntarily.

Tests conducted on the moderating role 
of Off-the-Job Embeddedness on the positive 
influence between Work-Home Conflict and 
Home-Work Conflict with Voluntary Turnover, 
it was found that Off-the-Job Embeddedness 
only moderated the effect of Home-Work Con-
flict with Voluntary Turnover. This is in line with 
research conducted by (Treuren & Fein, 2021). 
The large percentage of respondents who are fe-
male and are married and have children, allowing 
conflicts to occur at home that interfere with their 
work, in this case workers who have stronger ties 
to their lives outside of work will trigger a worker’s 
desire to leave the company where they work.

There is another argument stating that 
On/Off-The Job Embeddedness is a variable 
that mediates the relationship between Work-
Home and Home-Work Conflict with Volun-
tary Turnover. Afsar & Rehman, (2017) stated 
that conflict can affect workers with their work. 
This influence may have the effect of weakening 
their attachment to their work and life at home.

What can be taken from this research is 
that flexible work arrangements can influence 
companies to make it easier for employees to 
manage work life and home life, so that Work-
Home and Home-Work Conflicts that usually 
appear in the union of these two domains can 
be minimized. The lower Work-Home and Ho-
me-Work Conflict felt by workers because of the 
flexibility in working will affect their minds to 
stay at the company where they currently work.

CONCLUSION AND RECOMMENDATION

This study has confirmed that flexible work 
arrangements are factors that negatively affect 
work-home conflict and home-work conflict. 
Then work-home conflict and home-work conflict 
have a positive effect on voluntary turnover. Whi-
le the results of the study are related to the mode-
rating role of on and off-the-job embeddedness, it 
is indicated that only off-the-job embeddedness 
moderates the positive relationship between ho-
me-work, conflict, and voluntary turnover.

Some of the limitations found during this 
study were that the variables were only tested on 
respondents who worked in the transportation 
management service industry. In the future, it is 
hoped that the same research will be carried out 
by expanding the scope of research to other ser-
vice industries. Second, this study has not found 
a significant moderating effect of on and off the 
job embeddedness work-home and home-work 
conflict with voluntary turnover, further research 
is expected to examine the effects of on and off 
the job embeddedness as a mediating variable for 
post-pandemic.
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