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Abstract This study examines the effects of work-family conflict among public social welfare officers
on turnover intentions and verifies the mediating effects of exhaustion and job satisfaction. For
research and analysis, the data of a survey conducted by the Nowon District Research Organization
were used to determine the actual state of welfare personnel in charge of the community center’s
home-visiting service, and an analysis was conducted of 146 public social welfare officers from 19
community centers located in the Nowon District. The analysis results show that work-family conflict
affects exhaustion but does not have either a direct or indirect effect on turnover intentions. On the
basis of these results, the study proposes policy and practical implications for a work-family
compatibility support policy to reduce exhaustion and increase job satisfaction among public social

welfare officers.
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Table 1. Demographic Characteristics (N=146)
Characteristics Categories N %
Male 47 322
Gender
Female 9 67.8
none 74 50.7
Spouse
have 72 49.3
Age (M(SD)) 38.6(7.67)

Table 2. Descriptive Statistics (N=146)

Min Max Mean SD

Work-family Conflict 122 478 2.90 .65
Burnout 111 5.00 3.18 7

Job Satisfaction 1.00 5.00 3.18 .68
Turnover Intention 1.00 5.00 3.35 1.1
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Table 3. Result of Research

Model 1

Model 2 Model 3

Work—family Conflict, Burnout — Work-family Conflict, Burnout,

Variables Work-family Conflict — Burnout . . Job Satisfaction — Turnover
Job Satisfaction | .
ntention
Coef. SE. Coef. S.E. Coef. S.E.
constant 1.194 343 3.955 399 3.124 792
Gender(ref. Male) 211* 103 127 116 -.031 77
Control Variable  Age .003 .007 .008 .008 -.013 .012
Spouse(ref. have) -.303** 114 .023 130 -.226 .198
Independent Workfamily Conflict 6510 076 021 104 158 150
Variable
Burnout —.302%** .094 490%* 152
Mediating Variable
Job Satisfaction -.362** 129
R’ 388 166 287
F(sig.) 22.323** 5.589%** 9.3071***
* p¢.05, ** pd.01, *** pC.001
Table 4. Results of Mediator Effects
Effect Boot S.E. BootLLCI~BootULCI
Work-family Conflict — Burnout — Turnover Intention 3195 1340 .0857 ~ .6129
Work-family Conflict — Job Satisfaction — Turnover Intention -.0075 .0381 -.0803 ~ .0708
Work-family Conflict = Burnout — Job Satisfaction — Turnover Intention .0924 .0465 .0167 ~ .2000
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Fig. 1. Result of Research
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