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1. Introduction

Well-being is emphasised by the government of Malaysia. Its Eleventh Malaysian Plan (11MP) 2016—
2020 (2015) has been formed to focus on the comfort of Malaysians. The government has created various
job opportunities to encourage each citizen to participate in the workforce and nation building. Such
opportunities offer career paths that ultimately improve the quality of life of Malaysians. Reports from
the Department of Statistics Malaysia (2014) recorded that Malaysia’s labour market saw a 2.9 percent
increase in women participation. This means there are more dual-income families and a shift in
responsibilities within the family. Ahmad and Omar (2008) stated that dual-income families must take
from their time dedicated to family to fulfil their professional responsibilities and by doing so they lose
of the fulfilment of family responsibilities. The Chairman of the National Population and Family
Development Board (NPFDB), Tan Sri Napsiah Omar reported that 16.7 percent of career women often
left the children aged six years and above at home without adult supervision (Joni, 2015) . This trend
results from economic pressure and the increasing cost of living which encourage and sometimes forces
spouses to earn extra income, indirectly impact on family life satisfaction.
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NPFDB (2011) reported that the well-being of families in Malaysia is not at the level of satisfaction. This
issue was addressed in the New Terengganu Transformation (TTB) (2016) by Y.A.B Dato’ Seri Haji
Ahmad Razif Bin Abdul Rahman, the Terengganu Chief Minister who placed an important emphasis on
family well-being. Previous studies have found that the work family conflict has an adverse effect on
family satisfaction (Afzal & Farooqi, 2014; Perrone et al., 2006; Sim & Bujang, 2012). This has led to
research seeking to identify the factors influencing this dynamic. Accordingly, supervisor and co-worker
support have been considered a potential moderator in studies related to work and family due to its impact
on a employee’s well-being (Hsu, 2011; Van Emmerik et al., 2007; Voydanoff, 2002; Witt & Carlson,
2006). However, numerous gaps exist in the previous studies, especially in Malaysia. Namayandeh et al.
(2011) emphasised that empirical studies related to family satisfaction are limited (Mustapha et al., 2011;
Rashid et al., 2011; Sim & Bujang, 2012). In addition, previous studies that investigated the supervisors
and co-workers’ support simultaneously were limited (Ng & Sorensen, 2008; Witt & Carlson, 2006).
Given this lacuna in the literature, this study examines the support from supervisors and co-employees
as a social support and its role in moderating the relationship between work family conflict with family
satisfaction. This study aims to reveal possible similarities that allow for a generalisation of the findings
with the West, despite the cultural differences between Malaysia and the West.

2 Literature Review
2.1 Work Family Conflict: Definitions and Overview

Greenhaus and Beutell (1985) define work family conflict as the pressure in work and family roles which
are mutually incompatible. The study showed that people would spend more time in the most important
role resulting in less time spent for other roles thereby enhancing potential conflict (Greenhaus & Beutell,
1985). Previous studies concluded that work family conflict (WFC) and family conflict work (FWC) is
a two-way variable (Ismail & Nordin, 2012; Nurmayanti et al., 2014; Streich et al., 2008). Netemeyer
(1996) defined WFC as a form of conflict between the general demand, time devoted and the strain of
work that interferes with an individual carrying out their family responsibilities, while FWC is the
opposite. Frone et al. (1992) argued that there is a greater collective impact when the work family conflict
is measured as an overall variable.

Lu et al. (2008) categorised the cause of the disruption of work and family into three categories
comprising work demands (overtime), family demands (child care) and a source of employment (family-
friendly policies). Previous studies revealed that work family conflict has a direct impact on the well-
being of an individual such as low commitment, job and family dissatisfaction, absenteeism, burnout,
intention to quit work, lack of commitment, depression and somatic symptoms (Anderson et al., 2002;
Boyar et al., 2003; Ford et al., 2007; Major et al., 2002).

2.2 Empirical Studies on WFC and Family Satisfaction

Studies on the relationship between work family conflict and satisfaction have been conducted in various
cultures and occupations. However, research on work family conflict and family satisfaction are limited
(Aryee et al., 1999; Kopelman et al., 1983) and those that exist use different approaches to describing
family satisfaction such as marital satisfaction and spouse satisfaction. They also concluded that
cognitive dysfunction and lack of time for work and family would have an adverse impact on family
satisfaction (Karatepe & Sokmen, 2006; Turliuc & Buliga, 2014).

Previous studies found that work family conflict is negatively related to family satisfaction (Carlson &
Kacmar, 2000; Frye & Breaugh, 2004). Consistent with WFC, past researchers noted that FWC is also
negatively associated with family satisfaction (Karatepe & Baddar, 2006; Wayne et al., 2004). Wayne,
et al. (2004) indicated that high WFC and FWC would result in lower family satisfaction. Furthermore,
Brough et al. (2005) stated that there is a stronger relationship between FWC and family satisfaction.
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Consistent with role theory, individuals who are unable to meet the needs of different roles may be
experiencing psychological conflict (Kahn et al., 1964). The scarcity approach emphasised in the role
theory states that individual demand and conflict arised from different role pressure in work and family
life (Goode, 1960). Poelmans (2001) concluded that the role of work and family can cause conflict in
three ways, namely by creating role ambiguity, difficulty in fulfilling another role, and feels burdened
concerning both work and family.

2.3 Social Support as a Moderator

Social support refers to the support perceived by the recipient as a help or their perception of how they
are loved, valued and respected by others (Lee & Hong, 2005). Social support comprises an emotional
support and instrumental support (Adams et al., 1996). King et al. (1995) define emotional support as
behaviours that provide encouragement, understanding and attention, while instrumental support is
behaviours such as helping with troubleshooting and any assistance to facilitate a person achieve their
tasks. Supervisors and co-workers support is an essential element for achieving a balance between work
and family (Hamid & Amin, 2014; Voydanoft, 2002). Studies have found that supervisors’ support is an
important source of social support in addressing issues related to work family conflict (Achour et al.,
2013; Anderson et al., 2002; Burke & Greenglass, 1999). Very limited studies have investigated co-
workers support as a moderator, even though it has been emphasised as an important moderator in the
relationship between work family conflict and family satisfaction (Rathi & Barath, 2013). The study by
O’Diriscoll et al. (2004) involving 23 organisations in New Zealand confirmed that co-workers’ support
plays an important role in reducing the negative impact of work family conflict on family satisfaction.
The Conservation of Resources (COR) theory (Hobfoll, 1989) assumes that individuals are motivated to
preserve, protect and develop their resources to reduce stress. In the process of managing work and family
demands and reducing conflict, social support helps individuals in dealing with work family conflict
(Hobfoll, 1989). COR is a theory that is consistent with studies that examine social support as a moderator
of the relationship between work family conflict and family satisfaction.

2.4 Research hypotheses
The research hypotheses tested in this study are as follows:

Hi: There is a significant correlation between WFC and family satisfaction.
H»: There is a significant correlation between FWC and family satisfaction.
Hiz: WFC and FWC are significantly predict family satisfaction.

Ha: Social support moderates the relationship of WFC and family satisfaction.
Hs: Social support moderates the relationship of FWC and family satisfaction.

3. Methodology
3.1 Participants and Procedure

A total of 248 employees from the private sector comprising 137 males (52.7%) and 123 females (47.0%)
aged between 21 to 59 years participated in this study. Respondents were randomly selected from eight
private companies in Kuala Terengganu and Kemaman. Professional connection strategies were used to
obtain the involvement of private companies, in which researchers are trying to deal with the senior
management (Chen et al., 2009) and any managers or employees who have professional or personal
relationships with researchers (Lu et al., 2006). Researchers have been assisted by the Human Resources
Officer in the process of distributing and collecting the questionnaires for each organisation.

3.2 Instrument
3.2.1 Section A (Demographic Profiling)

This section asked about the demographic background of the respondents including age, gender, religion,
race, marital status, education level as well as service period.
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3.2.2  Section B (Work Family Conflict Scale)

Work family conflict was measured using the Work Family Conflict Scale (Carlson et al., 2000) which
consists of 18 items and divided into six subscales. The subscale consists of a time-based, strain-based
and behavioural-based for each direction in work family conflict (WFC) and family work conflict (FWC).
Respondents were asked to evaluate on a scale ranging from 1 = strongly disagree to 7 = strongly agree
(sample item: “My job confine my activities with the family”’). Higher scores on the scale show the higher
level of work family conflict. In this study, the reliability of this scale is 0.93, which is consistent with a
(Lawrence, 2013), which showed a Cronbach’s alpha of 0.87.

3.2.3  Section C (Family Satisfaction Scale)

Family satisfaction was measured using three items from the Family Satisfaction Scale (Edwards &
Rothbard, 1999). Respondents were asked to evaluate based on the scale ranging from 1 = strongly
disagree to 7 = strongly agree (sample item: "Generally, I am satisfied with my family life."). A higher
score indicates a high level of family satisfaction. In this study, Cronbach’s alpha was 0.94.

3.2.4 Section D (Job Content Questionnaire)

The study used eight items from the Job Content Questionnaire (JCQ) (Karasek, 1985) to measure the
support of the supervisor (“My supervisor/chief cares about the welfare of his subordinates.”) and co-
workers (“My co-workers help to ensure the works is completed.”). Respondents were asked to evaluate
based on a scale ranging from 1 = strongly disagree to 7 = strongly agree. A high score indicates high
social support. In this study, the Cronbach’s alpha for the eight items is 0.93.

4. Results and Findings

The data was analysed using Statistical Package for the Social Sciences (SPSS) version 20.0. Descriptive
statistics including mean, frequency and percentage were used to measure the level of WFC and FWC.
Meanwhile, Pearson correlation analysis was used to determine the relationship between work family
conflict with family satisfaction. Also, multiple regression analysis was used to identify predictive factors
for family satisfaction. Next, hierarchical multiple regression analysis was used to examine the role of
social support as a moderator of the relationship between work family conflict and family satisfaction.

4.1 Level of Work Family Conflict

Overall, the study reported that WFC was higher than FWC (see Tables 1 and 2). This is shown in the
overall mean for WFC which recorded higher scores (m = 2.86) compared to the dimensions of FWC (m
= 2.71). However, the overall average for the WFC and FWC is moderate among private sector
employees. Behavioural factors contributed more to WFC than FWC. Overall, the majority of
respondents have work family conflict at a moderate level (53.1%), while 40.8 percent have a low level
and only 6.2 percent had high levels.

Table 1

Summary of mean dimension WFCY
Dimensions Mean Level
Time WFC 2.78 Moderate
Strain WFC 2.83 Moderate
Behavioural WFC 2.94 Moderate

Overall average 2.86 Moderate
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Table 2
Summary of mean dimension FWC

Dimensions Mean Level

Time FWC 2.69 Moderate
Strain FWC 2.49 Moderate
Behavioural FWC 3.02 Moderate
Overall average 2.71 Moderate

The findings show that work family conflict among employees in the private sector is moderate.
However, a study conducted in Malaysia on public sector employees showed different findings, where
the level of work family conflict as a whole was low (Jamadin et al., 2015; Panatik & Badri, 2012). It
proves that private sector employees are experiencing conflict in fulfilling the work duties more than
public sector employees because they have to work longer hours and have a heavier workload (Hassan
et al.,, 2010). The findings suggest that private sector employees are distracted by their family
responsibilities due to work obligations. Employees who are unable to complete their tasks on time at
work will bring work home. This situation will displace the pressure and disturb the balance of their
responsibilities in the home (Panatik & Badri, 2012).

These findings also showed that private sector employees suffer from WFC more than FWC, which is
consistent with previous studies in Malaysia (Hassan et al., 2010; Ibrahim, 2012; Panatik & Badri, 2012)
and studies in the West (O’Driscoll et al., 2004). The results of this study demonstrate that private sector
employees can reduce stress in the workplace when with family members. This, in turn, explains that the
responsibilities of the family is very important in reducing the conflicts faced by an individual. Panatik
and Badri (2012) also claimed that work family conflict arises when there was a incompatible regarding
performing roles in the workplace and family.

Panatik and Badri (2012) explain that negative behaviours could trigger a work family conflict. In the
context of this study, the behaviour is defined as interactions among private sector employees with their
surroundings. Behaviour-based conflict is a major contributor to the WFC and FWC, therefore, a good
understanding between family members and co-workers is important in avoiding conflicts. The cognitive
dissonance (such as opposite behavior or misunderstanding) between husband and wife and coercion or
support from supervisors create unpleasant feeling thereby increasing the tension to employees (Beehr et
al., 2003; Panatik & Badri, 2012). The majority of employees in this study are married and have children.
Their difficulty in distinguishing how to behave and interact with employers, co-workers, spouses and
children has led to conflict, whether in the workplace or home.

In addition to behavioural factors, time and strain also contribute to the occurrence of work family
conflict (WFC & FWC). Elloy and Smith (2004) concluded that conflict is compounded when spouses
with children work together. In Malaysia, the increase in women who have tertiary education has led to
an increase in the number of dual-earner families (Zaimah et al., 2015). The growing number of career
women means there is an overlap in the workplace and home responsibilities.

4.2 Work Family Conflict with Family Satisfaction

Correlation analysis showed WFC (r=-.33, p <.01) and FWC (r=-.37, p <.01) had a significant negative
relationship with family satisfaction. Overall, variables are interconnected. A summary of means,
standard deviations and correlations between variables including predictor variables (WFC & FWC) and

a criterion variable (family satisfaction) as well as moderation variable (social support) are shown in
Table 3.
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Table 3
Means, standard deviations and correlations between study variables

Variables M SD 1 2 3 4 5
1. WEC (overall) 2.78 1.11

2. WEC 2.86 1.17 97** -

3. FWC 2.71 1.11 98** 91%* -

4. FS 5.94 .92 -36%*F - 33kx 37k -

5.SS 5.40 .92 S37F* 0 37F*F 0 36%* 41%* -

Note: All are significant at **p<.01; WFC: Work Family Conflict, FWC: Family Work Conflict, FS: Family Satisfaction, SS: Social Support

The results showed that the WFC and FWC are relevant to family satisfaction. This is consistent with
previous studies (Afzal & Farooqi, 2014; Perrone et al., 2006; Sim & Bujang, 2012) in which the
satisfaction of families will be affected when the employee is unable to resolve the conflict. This situation
can be explained with higher WFC and FWC; family satisfaction will decrease. The findings are
consistent with previous studies (Brough et al., 2005), which proves that the FWC has a stronger
relationship with family satisfaction than in WFC. In other words, FWC correlated with variables related
to the family, while WFC is closely linked to work-related variables (Kinnunen & Mauno, 1998; Kossek
& Ozeki, 1998). This suggests that private sector employees feel disturbed by the role that puts pressure
on them to the detriment of the quality and performance of their role. Theoretically, certain individuals
tend to perceive the unsatisfied job which give negative impact on the overall family satisfaction (Wayne
et al., 2004).

Consistent with role theory (Kahn et al., 1964), individuals who engage in diverse roles were more likely
to run out of steam leading them to experience role conflict. The majority of respondents are individuals
who are married. Current trends are continuing, the future promises that it will be increasingly difficult
to manage each role. Thus, the constraints of time and energy in performing a dual role will affect the
well-being of individuals (Allen et al., 2000; Lijun & Chunmiao, 2009). Further, Sharif and Roslan
(2011) pointed out that parents are busy at work resulting in limited communication concerning the needs
and problems faced by their children. This contributes to social ills. Lack of attention and affection from
parents cause children in adolescence to suffer emotional distress and revolt. The difficulty that occurs
in the family will indirectly have a negative effect on the satisfaction level of their families.

Tsaur et al. (2012) indicated that the work rules such as shift work, overtime work and work on holidays
might prevent or reduce individual time with the family. This situation the Malaysia’s private sector work
environment offers less flexible work arrangements (Noor & Mahudin, 2016). Clearly, private sector
employees will feel dissatisfied with family life due to demanding work requirement that prevents them
from engaging fully with their family. However, there are varied findings that work family conflict has
significant relationships with family satisfaction with some studies showing that family satisfaction was
not affected by work family conflicts faced by employees (Karatepe & Kilic, 2009).

4.3 Predictive Factors and Moderator

Table 4 shows the results of regression analysis to examine the effect of predictive and moderator factors.
The findings prove the FWC is a significant predictor factor for family satisfaction (F = 18:57, p <.01).
Also, the results of the multiple regression analysis are presented in Table 4 revealed that social support
was not significantly moderating the relationship between WFC (B = -.215) and FWC (B =.048) with
family satisfaction.
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Table 4
Results of hierarchical multiple regression analyses

Standardised Coefficient

Step 1 Step 2 Step 3
Additive Model Interactive Model

Control variables
Gender .063 .022 .032
Marital status -.102 -.090 -.086
Education level -.015 -.013 .011
Service period -.156* -.049 -.058
Predictor variables
WFC .136 125
FWC -.333* -301%*
SS 226%** 233%**
Two-way interaction
WFCxSS -215
FWCxSS .048
R2 .058 276 301
AR2 .058 217 .026
F change 3.93 15.00 2.28
Df 4255 5,250 4,246

Note: * p <.05; **p<.01; *** p<.001; WFC: Work Family Confict, FWC: Family Work Conflict, FS: Family Satisfaction, SS: Social Support

The results showed that the FWC predicts the satisfaction of the family. This is consistent with previous
studies (Kinnunen & Mauno, 1998). This indicates that private sector employees who have a conflict
with the family will experience a decline in the performance of work. Family is blamed for the disruption
that occurs in the workplace thereby reducing the level of satisfaction in the family. This finding suggests
that private sector employees consider work as an important aspect and they appreciate the role of the
workplace. This situation will indirectly create the perception that the family threatens work and could
lead to lower family satisfaction (Beutell, 2010; Rathi & Barath, 2013). The results also indicate that
social support did not act as a moderator in the relationship between work family conflict and family
satisfaction. In particular, social support with WFC and FWC showed no interaction of family satisfaction
among private sector employees. The findings are consistent with previous studies that prove that the
support of the supervisor does not play a role in moderating the relationship between work family conflict
with job satisfaction and family (Yildirim & Aycan, 2008). These findings show that the work family
conflict experienced by private sector employees does not affect the satisfaction of their family, even if
they have low social support. There is an inconsistency between the findings of a study by the COR
theory (Hobfoll, 1989), in which this theory assumes that individuals are motivated to preserve, protect
and develop their resources in order to reduce stress. It seems possible that private sector employees in
the present study need support beyond that provided by work specific communication to reduce the
negative consequences of high work family conflict (Beehr et al., 1990; Ibrahim, 2012). Also, social
support did not work as a buffer in this study may be due to other factors, namely the organisational
flexibility became an indirect buffer on work family balance. In Malaysia, flexible time is viewed as an
alternative to employees who have difficulty in balancing their work and personal life (Mumin et al.,
2014). In other words, flexible time can reduce the conflict between work and family, which improves
employee morale by providing autonomy and work control.

Most of the respondents in this study are women who are frequently associated with balancing work and
family. Thus, flexible time is considered to be a source for resolving problems faced by women in the
organisation (Carlson et al., 2010). A review by Subramaniam et al. (2014) showed that the majority of
career women in Malaysia consider flexible time as allowing them to spend more time with family and
children.
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4.4 Managerial Implication

This study provides benefits to workers and employers in terms of a better understanding of the
importance of a healthy balance between work and family as well as their impact on the well-being of
individuals and organisations. Noor and Mahudin (2016) reported that the private sector lacks the
commitment and readiness to offer any form of flexible work arrangements. Therefore, the family-
friendly initiatives such as the implementation of flexible working considered to assist in enriching the
well-being of the worker are important. This study can also distribute and provide important empirical
evidence to respond to the government through the 11MP (2015) which emphasises Malaysian’s well-
being. Indirectly, this can contribute to industrial psychology literature in Malaysia, particularly for the
private sector on the East Coast.

4.5 Limitation and Future Research

The current study involved a few private organisations in the East Coast of Malaysia. Therefore, to
achieve better findings generalisation, future study should involve more participants from different
sectors in Malaysia. This study employed self-reported questionnaire which can be improved by using
more objective measurement in order to achieve more reliable data. In addition, a longitudinal study
using a structural equation modelling (SEM) analysis should be conducted to examine the cause and
effect related to work family balance and family satisfaction. Finally, this study mainly focused on social
support involving supports from supervisor and co-worker. Therefore, support from family is also
suggested to be investigated as a moderator in the study of work family balance for future research.

5. Conclusion

This study implies that work family conflict is an important concern for individuals and organisations
alike because such conflict, serves as one of the mechanisms of stress, has been correlated with a negative
impact on family satisfaction. Thus, both employers and employees should emphasize the important
contribution of FWC on family satisfaction through the implementation of work family balance policies
and flexible work arrangements such as flexi hours, job sharing and leaving early from work. The
effectiveness instillation of work family balance indirectly can give impact the overall well-being
performance.

References

Achour, M., Nor, M., & Yusoff, M. (2013). Supervisory support as a moderator of work-family demands
and life satisfaction among Malaysian female academicians. World Applied Sciences Journal, 1(28),
32-37.

Adams, G. A., King, L. A., & King, D. W. (1996). Relationships of job and family involvement, family
social support, and work—family conflict with job and life satisfaction. Journal of Applied Psychology,
81(4), 411-420.

Afzal, S., & Farooqi, Y. A. (2014). Impact of work family conflict/family work conflict on job
satisfaction and life satisfaction: A case study of a public sector university, Gujranwala Division,
Pakistan. International Journal of Multidisciplinary Sciences and Engineering, 5(8), 31-36.

Ahmad, A., & Omar, Z. (2008). Gender differences in work-family conflict and family-friendly
employment policy practices. International Journal of the Humanities, 6(3), 15-26.

Allen, T. D., Herst, D. E., Bruck, C. S., & Sutton, M. (2000). Consequences associated with work-to-
family conflict: A review and agenda for future research. Journal of Occupational Health Psychology,
5(2), 278-308.

Anderson, S. E., Coffey, B. S., & Byerly, R. T. (2002). Formal organizational initiatives and informal
workplace practices: Links to work-family conflict and job-related outcomes. Journal of Management,
28(6), 787-810.



N. H. Jamaludin et al. / Management Science Letters 8 (2018) 959

Aryee, S., Luk, V., Leung, A., & Lo, S. (1999). Role stressors, interrole conflict, and well-being: The
moderating influence of spousal support and coping behaviors among employed parents in Hong
Kong. Journal of Vocational Behavior, 54(2), 259-278.

Beehr, T. A., Farmer, S. J., Glazer, S., Gudanowski, D. M., & Nair, V. N. (2003). The enigma of social
support and occupational stress: Source congruence and gender role effects. Journal of Occupational
Health Psychology, 8(3), 220-231.

Beehr, T. A., King, L. A., & King, D. W. (1990). Social support and occupational stress: Talking to
supervisors. Journal of Vocational Behavior, 36(1), 61-81.

Beutell, N. J. (2010). Work schedule, work schedule control and satisfaction in relation to work-family
conflict, work-family synergy, and domain satisfaction. Career Development International, 15(5),
501-518.

Boyar, S. L., Maertz Jr, C. P., Pearson, A. W., & Keough, S. (2003). Work-family conflict: A model of
linkages between work and family domain variables and turnover intentions. Journal of Managerial
Issues, 15, 175-190.

Brough, P., O'driscoll, M. P., & Kalliath, T. J. (2005). The ability of ‘family friendly’organizational
resources to predict work—family conflict and job and family satisfaction. Stress and Health, 21(4),
223-234.

Burke, R. J., & Greenglass, E. R. (1999). Work—family conflict, spouse support, and nursing staff well-
being during organizational restructuring. Journal of Occupational Health Psychology, 4(4), 327-336.

Carlson, D. S., Grzywacz, J. G., & Kacmar, M. K. (2010). The relationship of schedule flexibility and
outcomes via the work-family interface. Journal of Managerial Psychology, 25(4), 330-355.

Carlson, D. S., & Kacmar, K. M. (2000). Work—family conflict in the organization: Do life role values
make a difference? Journal of Management, 26(5), 1031-1054.

Carlson, D. S., Kacmar, K. M., & Williams, L. J. (2000). Construction and initial validation of a
multidimensional measure of work—family conflict. Journal of Vocational Behavior, 56(2), 249-276.

Chen, W. Q., Siu, O. L., Lu, J. F., Cooper, C. L., & Phillips, D. R. (2009). Work stress and depression:
the direct and moderating effects of informal social support and coping. Stress and Health, 25(5), 431-
443.

Department of Statistics Malaysia. (2014). Reports Department of Statistics Malaysia 2014. Retrieved
from Malaysia:

Edwards, J. R., & Rothbard, N. P. (1999). Work and family stress and well-being: An examination of
person-environment fit in the work and family domains. Organizational Behavior and Human
Decision Processes, 77(2), 85-129.

Eleventh Malaysian Plan (11MP) 2016-2020. (2015). Anchoring Growth on People. Kuala Lumpur:
Government Printers.

Elloy, D. F., & Smith, C. (2004). Antecedents of work-family conflict among dual-career couples: An
Australian study. Cross Cultural Management: An International Journal, 11(4), 17-27.

Ford, M. T., Heinen, B. A., & Langkamer, K. L. (2007). Work and family satisfaction and conflict: a
meta-analysis of cross-domain relations. Journal of Applied Psychology, 92(1), 57-80.

Frone, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work-family conflict:
Testing a model of the work-family interface. Journal of Applied Psychology, 77(1), 65-78.

Frye, N. K., & Breaugh, J. A. (2004). Family-friendly policies, supervisor support, work—family conflict,
family—work conflict, and satisfaction: A test of a conceptual model. Journal of Business and
Psychology, 19(2), 197-220.

Goode, W. J. (1960). A theory of role strain. American Sociological Review, 483-496.

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family roles. Academy
of Management Review, 10(1), 76-88.

Hamid, R., & Amin, S. (2014). Social support as a moderator to work-family conflict and work-family
enrichment: a review. Advanced Review on Scientific Research, 2(1), 1-18.

Hassan, Z., Dollard, M. F., & Winefield, A. H. (2010). Work-family conflict in East vs Western countries.
Cross Cultural Management: An International Journal, 17(1), 30-49.



960

Hobfoll, S. (1989). Conservation of resources. A new attempt at conceptualizing stress. The American
Psychologist, 44(3), 513-524.

Hsu, Y. R. (2011). Work-family conflict and job satisfaction in stressful working environments: The
moderating roles of perceived supervisor support and internal locus of control. International Journal
of Manpower, 32(2), 233-248.

Ibrahim, R. Z. A. R. (2012). Psychosocial work environment, organisational justice and work family
conflict as predictors of Malaysian worker wellbeing. Victoria University, Melbourne Australia,

Ismail, Z., & Nordin, M. S. (2012). Teachers’ work-family conflict in Malaysia: Scale validation.
International Journal of Business and Social Research, 2(5), 122-131.

Jamadin, N., Mohamad, S., Syarkawi, Z., & Noordin, F. (2015). Work-family conflict and stress:
Evidence from Malaysia. Journal of Economics, Business and Management, 3(2), 309-312.

Joni, F. (2015). Anak tinggal di rumah tanpa pengawasan. Utusan Online.

Kahn, R. L., Wolfe, D. M., Quinn, R. P., Snoek, J. D., & Rosenthal, R. A. (1964). Organizational stress:
Studies in role conflict and ambiguity. New York: Wiley.

Karasek, R. A. (1985). Job content questionnaire and user’s guide. Lowell: University of Massachusetts.

Karatepe, O. M., & Baddar, L. (2006). An empirical study of the selected consequences of frontline
employees’ work—family conflict and family—work conflict. Tourism Management, 27(5), 1017-1028.

Karatepe, O. M., & Kilic, H. (2009). The effects of two directions of conflict and facilitation on frontline
employees’ job outcomes. The Service Industries Journal, 29(7), 977-993.

Karatepe, O. M., & Sokmen, A. (2006). The effects of work role and family role variables on
psychological and behavioral outcomes of frontline employees. Tourism Management, 2(27), 255-
268.

King, L. A., Mattimore, L. K., King, D. W., & Adams, G. A. (1995). Family support inventory for
workers: A new measure of perceived social support from family members. Journal of Organizational
Behavior, 16(3), 235-258.

Kinnunen, U., & Mauno, S. (1998). Antecedents and outcomes of work-family conflict among employed
women and men in Finland. Human Relations, 51(2), 157-177.

Kopelman, R. E., Greenhaus, J. H., & Connolly, T. F. (1983). A model of work, family, and interrole
conflict: A construct validation study. Organizational Behavior and Human Performance, 32(2), 198-
215.

Kossek, E. E., & Ozeki, C. (1998). Work-family conflict, policies, and the job-life satisfaction
relationship: A review and directions for organizational behavior-human resources research. Journal
of Applied Psychology, 83(2), 139-149.

Lawrence, O. (2013). Impact of work and family involvement on work-family conflict of non
professional Igbo Nigerian employees. African Journal of Business Management, 7(16), 1515-1521.

Lee, C.-Y., & Hong, K.-S. (2005). Work-family conflict and its relationship with social support: A study
at private educational institutions in Kuching, Sarawak, Malaysia. Educational Research Journal,
20(2), 221-244.

Lijun, T., & Chunmiao, Z. (2009). The influence of work-family conflict on job satisfaction and life
satisfaction of employees: Big five personality as a moderator. Psychological Science (China), 32(3),
604-606.

Ly, L., Gilmour, R., Kao, S.-F., & Huang, M.-T. (2006). A cross-cultural study of work/family demands,
work/family conflict and wellbeing: the Taiwanese vs British. Career Development International,
11(1),9-27.

Lu, L., Kao, S.-F., Chang, T.-T., Wu, H.-P., & Cooper, C. L. (2008). Work/family demands, work
flexibility, work/family conflict, and their consequences at work: A national probability sample in
Taiwan. International Journal of Stress Management, 15(1), 1-21.

Major, V. S., Klein, K. J., & Ehrhart, M. G. (2002). Work time, work interference with family, and
psychological distress. Journal of Applied Psychology, 87(3), 427-436.

Mumin, N., Siganul, R. S., & Ai-Yee, O. (2014). The rhetoric and reality of alternative work
arrangements (AWA) in Malaysia. International Journal of Commerce, Business and Management,
3(1), 12-17.



N. H. Jamaludin et al. / Management Science Letters 8 (2018) 961

Mustapha, N., Ahmad, A., Uli, J., & Idris, K. (2011). Work-family facilitation and family satisfaction as
mediators in the relationship between job demands and intention to stay. Asian Social Science, 7(6),
142-153.

Namayandeh, H., Juhari, R., & Yaacob, S. N. (2011). The effect of job satisfaction and family satisfaction
on work-family conflict (W-FC) and family-work conflict (F-WC) among married female nurses in
Shiraz-Iran. Asian Social Science, 7(2), 88-95.

National Population and Family Development Board. (2011). Laporan Kajian Indeks Kesejahteraan
Keluarga Malaysia. Retrieved from Malaysia:

Netemeyer, R. G., Boles, J. S., & McMurrian, R. (1996). Development and validation of work-family
conflict and family-work conflict scales. Journal of Applied Psychology, 81(4), 400-410.

Ng, T. W., & Sorensen, K. L. (2008). Toward a further understanding of the relationships between
perceptions of support and work attitudes: A meta-analysis. Group & Organization Management,
33(3), 243-268.

Noor, N. M., & Mahudin, N. D. M. (2016). Work, family and women’s well-being in Malaysia. In
Handbook on Well-Being of Working Women (pp. 717-734): Springer.

Nurmayanti, S., Thoyib, A., & Irawanto, D. (2014). Work family conflict: A review of female teachers
in Indonesia. International Journal of Psychological Studies, 6(4), 134-142.

O’Driscoll, M. P., Brough, P., & Kalliath, T. J. (2004). Work/family conflict, psychological well-being,
satisfaction and social support: A longitudinal study in New Zealand. Equal Opportunities
International, 23(1/2), 36-56.

Panatik, S. A., & Badri, S. K. Z. (2012). Konflik kerja-keluarga, kesihatan mental dan kecenderungan
tukar ganti kerja dalam kalangan guru. Sains Humanika, 59(1), 51-56.

Perrone, K. M., Aegisdottir, S., Webb, L. K., & Blalock, R. H. (2006). Work-family interface:
Commitment, conflict, coping, and satisfaction. Journal of Career Development, 32(3), 286-300.
Poelmans, S. (2001). A multi-level, multi-method study of work-family conflict: A managerial

perspective. The University of Navarra, Spain.

Rashid, W. E. W., Nordin, M. S., Omar, A., & Ismail, I. (2011). Social support, work-family enrichment
and life satisfaction among married nurses in health service. International Journal of Social Science
and Humanity, 1(2), 150-155.

Rathi, N., & Barath, M. (2013). Work-family conflict and job and family satisfaction: Moderating effect
of social support among police personnel. Equality, Diversity and Inclusion: An International Journal,
32(4), 438-454.

Sharif, Z., & Roslan, M. (2011). Faktor-faktor yang mempengaruhi remaja terlibat dalam masalah sosial
di Sekolah Tunas Bakti, Sungai Lereh, Melaka. Journal of Education Psychology & Counseling, 1(7),
115-140.

Sim, A., & Bujang, S. (2012). Work-family interface of hospitality industry in Malaysia: The moderating
effects of religiosity. Asian Social Science, 8(8), 139-148.

Streich, M., Casper, W. J., & Salvaggio, A. N. (2008). Examining couple agreement about work-family
conflict. Journal of Managerial Psychology, 23(3), 252-272.

Subramaniam, G., Tan, P. L., Atory, N. A. A., & Baah, R. (2014). Impact of workplace flexibility on
women and the labour market. Australian Journal of Basic and Applied Sciences, 8(5), 184-191.

Terengganu Official Portal. (2016). New Terengganu Transformation

Tsaur, S.-H., Liang, Y.-W., & Hsu, H.-J. (2012). A multidimensional measurement of work-leisure
conflict. Leisure Sciences, 34(5), 395-416.

Turliuc, M. N., & Buliga, D. (2014). Work-family conflict and job and family satisfaction. The mediating
role of cognitions. Procedia-Social and Behavioral Sciences, 159, 105-109.

Van Emmerik, 1. H., Euwema, M. C., & Bakker, A. B. (2007). Threats of workplace violence and the
buffering effect of social support. Group & Organization Management, 32(2), 152-175.

Voydanoff, P. (2002). Linkages between the work-family interface and work, family, and individual
outcomes: An integrative model. Journal of Family Issues, 23(1), 138-164.



962
Wayne, J. H., Musisca, N., & Fleeson, W. (2004). Considering the role of personality in the work—family
experience: Relationships of the big five to work—family conflict and facilitation. Journal of

Vocational Behavior, 64(1), 108-130.
Witt, L., & Carlson, D. (2006). The work-family interface and job performance: moderating effects of

conscientiousness and perceived organizational support. Journal of Occupational Health Psychology,

11(4), 343-357.
Yildirim, D., & Aycan, Z. (2008). Nurses’ work demands and work—family conflict: A questionnaire

survey. International Journal of Nursing Studies, 45(9), 1366-1378.
Zaimah, R., Masud, J., Haron, S. A., Sarmila, M., & Awang, A. H. (2015). Financial decision making
among the dual-income families in Malaysia. Mediterranean Journal of Social Sciences, 6(4S3), 70-

78.

© 2018 by the authors; licensee Growing Science, Canada. This is an open access article
@ distributed under the terms and conditions of the Creative Commons Attribution (CC-
BY) license (http://creativecommons.org/licenses/by/4.0/).





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


