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ABSTRACT 

 

 

 

 

This research investigated the level of work-family conflict and work-family 

enrichment among faculty clerical staff in UTM Skudai. Besides the relationship 

between work-family conflict and work-family enrichment on affective 

organizational commitment had been identified. Next, the role of social support from 

work and family had also been studied in moderating the relationship between work-

family conflict and work-family enrichment on affective organizational commitment. 

The research was conducted among 13 faculties in UTM Skudai, including faculty 

clerical staff grade N17, N22 and N26. In this study, the data analysis techniques 

include means, pearson analysis, multiple regression and hierarchical multiple 

regression. There are four main results in this study. First, the mean score analysis 

was higher in the level of work-family enrichment compared to the level of work-

family conflict among the faculty clerical staff in UTM Skudai. Second, the Pearson 

showed that there was a significant and positive relationship between work-family 

conflict and affective organizational commitment. Meanwhile, work-family 

enrichment also had significant and positive relationship with affective 

organizational commitment. The multiple regression analysis showed that work-

family conflict was more influence on affective organizational commitment 

compared to work-family enrichment. Lastly, the hierarchical multiple regressions 

showed that social support from family moderated the relationship between work-

family conflict and affective organizational commitment. Social support from both 

work and family moderated the relationship between work-family enrichment and 

affective organizational commitment. 
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ABSTRAK 

 

 

 

 

Kajian ini adalah berkenaan dengan tahap konflik kerja-keluarga dan 

pengayaan  kerja keluarga di kalangan staff fakulti bertempat di UTM Skudai.  

Selain itu  hubungan antara konflik kerja-keluarga dan pengayaan kerja-keluarga ke 

atas komitmen afektif organisasi dikenalpasti. Seterusnya peranan sokongan sosial 

dari tempat kerja dan keluarga turut dikaji dalam menguatkan atau menyederhanakan 

hubungan antara konflik kerja-keluarga dan pengayaan kerja-keluarga ke atas 

komitmen afektif organisasi. Penyelidikan ini dijalankan terhadap staf fakulti gred 

N17, N22 dan N26 bertempat di UTM Skudai. Dalam kajian ini teknik analisis data 

yang digunakan meliputi min, analisis pearson, analisis regressi berganda dan 

analisis regresi berperingkat. Terdapat empat keputusan utama dalam kajian ini. 

Pertama analisis skor min menunjukkan tahap pengayaan kerja-keluarga lebih tinggi 

dari tahap konflik kerja-keluarga di kalangan kerani staf fakulti. Kedua analisis 

pearson menunjukkan terdapat hubungan yang signifikan antara konflik kerja-

keluarga dan pengayaan kerja-keluarga ke atas komitmen afektif organisasi. Analisis 

regresi berganda menunjukkan konflik kerja-keluarga mempunyai hubungan yang 

positif dengan komitmen afektif organisasi dan pengayaan kerja-keluarga juga 

mempunyai hubungan yang positif dengan komitmen afektif organisasi. Akhir sekali 

analisis regresi berperingkat menunjukkan sokongan sosial dari tempat kerja dan 

keluarga meyederhanakan hubungan antara konflik kerja-keluarga dan pengayaan 

kerja-keluarga ke atas komitmen afektif organisasi.  
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CHAPTER 1 

 

 

 

 

INTRODUCTION 

 

 

 

 

1.1 Introduction 

 

 

Work and family are two important domains which are inter-related. Factors 

in work domain may affect family life and vice versa (Boyar and Mosley, 2007). 

Work's impact on the family and the family exerts important influences on the 

workplace. The relationship is considered as interdependent and dynamic (Huang et 

al., 2004). Balancing between work and family life is important and it is considered a 

challenge in an individual’s life. Multiple roles with limited available resources, such 

as time and energy, make employees struggle in order to balance between work and 

family roles (Kahn et al., 1964). The increasing number of women entering the 

workforce, dual earner-couple and single-parent families increases the importance of 

balancing between work and family demands (Ellen et al., 2011). 

 

 

Work-family balance has been recognized as an important issue to be 

highlighted in work-family related researches. Work-family balance deals with 

potentially conflicting demands of individual career, child care, elder care and other 

personal life issues. A growing number of researches suggest successful balancing in 

work and family requires minimum conflict and maximum benefits between work 

and family, where it contributes to work related outcomes (Frone, 2003; Grzywacz 
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and Marks, 2000) and non-work related outcomes. Some examples of work-related 

outcomes are increased organizational commitment (Roehling et al., 2001), reduced 

turnover intentions (Berg et al., 2003) and lower level of absenteeism (Dalton and 

Mesch, 1990). Meanwhile, non-work related outcomes include personal and health-

related outcomes. This is supported by Allen et al. (2000), who suggested that work-

family balance is associated with better marital and family satisfactions that leads to 

greater family performance. Success in balancing between work and family can 

avoid conflict.  

 

 

Work-family conflicts exist when the demands of roles in both domains are 

incompatible in some aspects, so one’s participation in a role is more difficult 

because of participation in another role (Voydanoff, 2005). Empirical evidence 

suggests that work-family conflict gives negative impact to affective organizational 

commitment (Geurts et al., 2005; Hill, 2005). Interaction between work and family 

can lead to work-family enrichment. It is a positive outcome in managing both work 

and family roles based on enrichment theory by Greenhaus and Powell (2006). 

 

 

Work-family enrichment refers to experiences in one role that helps to 

improve the quality of life in the other role (Greenhaus and Powell, 2006). An 

employee’s ability in dealing with work and family demands may not only help to 

balance between work and family, but also may lead to work-family enrichment. For 

example, work-family enrichment provides synergistic effect, positive spill-over and 

increases the ability to handle multitasks between work and family domains 

(Kirchmeyer, 1992; Ruderman et al., 2002). Work-family conflict and work-family 

enrichment can effect affective organizational commitment.  

 

 

A committed employee can contribute to higher performance and 

productivity, and lower the level of absenteeism and tardiness (Cohen, 2003). An 

employee with high level of commitment tends to give greater effort to perform in 

the organization. Affective organizational commitment will make the employee to 

have the feeling of affiliation, attachment and citizenship behaviour, which tend to 
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improve the organizational efficiency and effectiveness. Employee who shows 

affective organizational commitment will be attached positively and emotionally to 

the organization and thus, accept the organization values by being willing to stay in 

the organization and acting and behaving in the best interest of the organization. Past 

studies showed that social support could affect the interaction between work and 

family. 

 

 

Social support is an interpersonal transaction that involves emotional 

concern, instrumental aid, information or appraisal (Carlson and Perrewe, 1999). The 

role of social support can be seen as an important factor that can influence the 

existence of work-family conflict and work-family enrichment. Social support may 

come from work, for example, from supervisor, co-workers and management. 

Another source of social support is family support, which may include spouse and 

family members. Work support is one of the crucial elements that may help an 

individual to achieve job satisfaction. Low job satisfaction will display low levels of 

affective organizational commitment (Karatepe and Sokmen, 2006; Netemeyer et al., 

2004). Family support may also help an employee to gain balance between work and 

family by reducing work-family conflict (Carlson and Perrewe, 1999).  

 

 

This research focused on the level of work-family conflict, work-family 

enrichment and affective organizational commitment among faculty clerical staffs 

grade N17, N22 and N26 in UTM Skudai. Besides this research also studied the 

relationship between work-family conflict and work-family enrichment on affective 

organizational commitment.  In this research, work support and family support have 

been identified as moderators for the relationships between work-family conflict and 

work-family enrichment with affective organizational commitment. 
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1.2 Background of the Study 

 

 

Work and family can be considered as two major important domains in a 

person’s life and many studies have been done by researchers all over the world 

regarding the relationship between work and family. Social scientists in the field of 

human resource (HR) and organizational behaviour (OB) have showed interest in 

understanding how a person’s role in workplace can affect his/her family life and 

vice versa. It can be seen that there is a need to fulfil the balance and integration 

between family needs and career requirement (Sturges and Guest, 2004). Changes in 

societal trends, combined with economy that requires dual income to support life, 

can be seen as a major factor that contributes to the increase in research in the area of 

work-family balance which includes work-family conflict and work-family 

enrichment. 

 

 

Work-family conflict is defined as the difficulties faced when balancing 

between work and family (Frone, 2003; Greenhaus and Beutell, 1985; Kinnunen and 

Mauno, 2008). Based on “scarcity hypothesis” (Goode, 1960), an individual has a 

fixed sum of energy to expand in various roles. Therefore, the time and energy 

devoted in one role will reduce the amount of time and energy that can be used in the 

other role.  

 

 

Imbalance or work-family conflict exists when there is inadequate time or 

energy desired to function at both workplace and home to the extent of that an 

individual prefers and to the extent that family members and employers prefer. 

Family role strain happens when attention and time are needed, for example to take 

care of the young, while work role strain may occur because of work overload and 

not having enough resources to carry out the required task. Currently, literatures 

related to work-family researches focus more on work-family conflict, and recently 

the concept of work-family enrichment has become an interest by most researchers 

(Zimmerman and Hammer, 2010). 
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Work-family conflict has negative consequences for both employees and 

organizations. Among the negative effects at home are domestic violence 

(Trachtenberg, 2008), poor physical activity (Eva et al., 2007, Roos et al., 2006), 

decreased emotional well-being, and low level of life satisfaction (Lambert, et al., 

2006). As far as an organization is concerned, work-family conflict may lead to poor 

performance that may give negative impact to the organization. 

 

 

Work-family conflict is common among workers, especially in industrialized 

country, including the US. According to Schiemen et al. (2009), 70 percent of 

American male and female employees reported some interference between work and 

non-work responsibilities. The US is believed to suffer the highest rate of work-

family conflict compared to other advanced countries because Americans work 

longer hours than other countries, including Japan (OECD Stat Extracts, 2007).  The 

conflict includes time strains, missed work or family activities, and spill over of 

stress from work to home. 

 

 

Similar to Western countries, work-family conflict issues have been 

recognized as critical workplace issues for Asian countries. A profitable organization 

in South Korea reported that work-family conflict causes job stress to employees and 

also gives impact to workplace productivity and performance in general (Choi et al., 

2007). In addition, according to Sakamoto and Spink (2008), similar cases have been 

found in other Asian countries. For example, a study done by Ahmad and Skitmore 

(2003) aimed to investigate the existence of work-family conflict and the type of 

conflict among workers in Singapore, revealed that the highest type of conflict is the 

behaviour-based conflict, followed by time-based conflict and strained-based 

conflict. 

 

 

According to the study done by Seto et al. (2004), Japanese working women 

living with young children are more prone to experience work-family conflict and at 

the same time, have more depressive syndrome. However, in the study of western 

countries, it is shown that work is good for psychological well-being of women. 
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Working women tend to have lower level of anxiety and depression than non-

working women. Work can protect women from becoming depressed by enhancing 

their self-esteem and increasing the social network. In Japan, the context where 

women living with young children may be a burden and this may cause work 

overload, role conflict and other concerns that may lead to increased chances of 

getting depressive syndrome. 

 

 

Hence, combining work and family roles does not necessarily bring conflict, 

but enrichment too. This is supported by Eby et al. (2005), where there is an 

extended research towards work family paradigm that includes the positive side of 

work-family interface rather than the negative side. Based on role enhancement 

theory, Marks (1977) suggested that individual will get benefits from the 

commitment in multiple roles and resources from one domain, which then can be 

used to fulfil the demand in another role. Work-family enrichment, also known as 

work-family facilitation, can be understood as a relationship between work and 

family, where experience and participation in one role may help to increase the 

performance in another role (Greenhaus and Powell, 2006).  

 

 

According to Mark 1977 participation in one role produce energy that can use 

to enhance experience in another role. Resources acquired in role may be reinvested 

in another role. Individuals personalities may be enhance when performing in 

different roles. Individuals may learn to be tolerant and flexible in adjusting to the 

demands of diverse roles (Sieber, 1974).One’s participation in work and family roles 

can also buffer individuals from distress on one of the roles. For example according 

to Sieber, 1974 diversity of roles in a portfolio buffers individuals from having 

distress from one particular role. It much likes a diverse financial portfolio that can 

protect individual’s financial well-being from declining performance. Role 

accumulated by individual compensate for failure in one role by falling back on 

gratification in another role (Sieber, 1974).  
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Work-family enrichment, as well as work-family conflict, may occur from 

work to family and also from family to work (Frone, 2003; Greenhaus and Beutell, 

1985; Zimmerman and Hammer, 2010). Work-family enrichment and work-family 

conflict have a relationship with organizational commitment. Studies also found that 

work-family conflict has negative correlation with organizational commitment (Lu et 

al., 2008; Shahnawaz and Ali, 2007). A study done by Haar (2008) among New 

Zealand employees regarding work-family conflict stated that work-family conflict 

has a negative relationship with job satisfaction and organizational commitment. 

Individual who experience conflict between work-and family will most likely 

perceived that their organization are not supportive and therefore not obligated to 

reciprocate their organizational with commitment (Rhoades and Eisenberger, 2002). 

In contrast, work-family enrichment has positive relationship with organizational 

commitment. The ability for employees to integrate between work and family roles 

enhance one emotional response to the work role leading to positive job outcomes for 

example job satisfaction and affective organizational commitment (Orthner and 

Pittman, 1986). 

 

 

Early researches on organizational commitment stated that it is an affective 

attachment to an organization if employees are willing to accept organizational goals 

and value, give extra effort to the organization, and have the desire to stay with the 

organization (Mowday et al., 1982). Committed employees are very important in 

bringing up the performance and also help to increase the efficiency and 

effectiveness of the organization. To promote the commitment, successful balance 

between work and family is an important factor, and successful work-family balance 

needs support. 

 

 

Support from all levels of management and family is important to assist an 

employee in reducing work-family conflict and contributing to work-family 

enrichment. Social support may come in terms on emotional and instrumental 

support. In work environment, social support may come from supervisor, co-workers 

and also from management. According to Voydanoff (2002), support from the 

organization, either from supervisor or co-workers, is an important element to 
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achieve work-family balance. In addition, in achieving work-family balance, support 

from supervisor, co-workers and the management is important to work-family 

enrichment because social support can reduce work-related tension and strain (Aryee 

et al., 2005; Baral and Bhargava, 2010; Beutell and Wittig-Berman, 2008; Lapierre 

and Allen, 2006; Wadsworth and Owens, 2007; Vismesvaran et al., 1999).  

 

 

For example, co-workers can assist in emotional support by mitigating the 

stress associated with work-family conflict. Instrumental support includes offering 

assistance by emailing or delivering work materials when an employee has to work 

from home to attend to a sick child.  Support from supervisor may also be in the form 

emotional and instrumental support, where they may be emotionally empathetic and 

sensitive towards work-family conflict issue and concern for the well-being of 

employees and their families. Instrumental support may include offering advice in 

meeting family responsibilities, providing direct assistant to accomplish work task, 

making scheduling changes, and also giving encouragement to employee to use 

family-friendly policy that has been established by the organization. According to 

Edwards and Rothbard (2000), support from supervisor helps to reduce work-related 

concerns, which may help employees to participate in family activities effectively. 

Management support is related to the policy and benefits that stress out the 

importance of work-family balance and give opportunities for employees to use the 

policy that will help to balance between work and family lives. Besides, management 

can also give support by encouraging family-supportive work culture. Colton (2004) 

suggested that management support leads to positive spill-over between work and 

family.   

 

 

On the other hand, support from family comes from outside of the work 

environment, including spouse and other family members. Two forms of supports 

from spouse are emotional and instrumental supports. Some examples of emotional 

support include emphatic understanding and listening, affirmation of affection, 

advice, and concern for the welfare of each other. Instrumental support is related to 

assistance from partners in household chores and childcare (Aycan and Eskin, 2005). 

Conservation of resources (COR) theory by Hobfoll (2001) stated that employees 
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actively preserve, protect and build resources. Resources may include social support, 

autonomy and others which can be used to solve problems (Greenhaus and Powell, 

2006). In this case of using the COR theory, it is assumed that an employee who 

received support from co-workers and partners can acquire resources that may help 

them to balance work and family demands, which would lead to employee 

satisfaction in both family and work domains.  

 

 

 

 

1.3 Problem Statement 

 

 

In Malaysian context, continuous effort to establish gender equality has seen 

great progress achieved by women in various socio-economic developments since 

the country gained independence in 1957. Participation of women in the work force 

has also increased since 1957, where more women are involved in almost all source 

jobs that sum up to 34.7 percent of the total employment in 2000, compared to 24.5 

percent during the early years of independence. According to the Department of 

Statistic Malaysia (2011), the participation of women labour force has increased 

steadily from 44.7% in 1995 to 46.1% in 2010. Statistics indicated that more than 

half of the women who participated in the labour force were married as there was an 

increase in percentage, from 57.5% in 2002 to 60.7% in 2010 (Department of 

Statistic Malaysia, 2011).  

 

 

Malaysian Family Life Survey (MFLS-1) and Fourth Malaysian Population 

and Family Survey (MPFS-4), conducted by the National Population and Family 

Development Board (NPFDB), revealed that between year 1978 to 2004, there had 

been a significant increase in the proportion of working women in formal sectors 

such as professional, technical, clerical and sales workers. There was a change in the 

government policy due to the world’s economic situation in early 1970s. Malaysian 

industrialization has shifted from import-oriented industrialization (IOI) to an export-

oriented industrialization (EOI.). Thus, this situation led to the emergence of foreign 
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owned multinational companies that were mostly based on the electric and electronic 

industry. Both women and men had been given the same opportunity to contribute in 

the working sector and most opportunities were based on academic qualification and 

merit rather than gender. The culture of dual working parents in Malaysia has been 

increasing since then, and therefore, it is important to understand how the integration 

of work and family responsibilities will influence each other (Subramaniam, 2010). 

 

 

By 2020, Malaysia aspires to become a developed nation. In the seventh 

challenge of Vision 2020, it is stated that: ‘to establish a fully caring society and a 

caring culture, a social system in which society will come before self, in which the 

welfare of the people will revolve not around the state or the individual, but around a 

strong and resilient family system’(Mohamed, 1991). This seventh challenge of 

Vision 2020 emphasized on strong and resilient family system, which makes caring 

society an important element for Malaysia to become a developed nation. This 

directly makes work-family conflict and work-family enrichment important issues in 

Malaysia. 

 

 

According to Meyer and Allen (1997), affective organizational commitment 

relates to an employee who is positive and emotionally attached to the organization, 

strongly identifies with the organization goals and desires to remain as part of the 

organization. Affective organizational commitment is important for an individual and 

organization. It has a relationship with absenteeism, turnover, burnout, job 

satisfaction, and individual and organizational performances. For example, 

employees who show high level of affective organizational commitment work harder 

than those without affective organizational commitment (Meyer and Allen, 1997). A 

number of studies also show that affective organizational commitment is related to 

work effort and work performance. Affective organizational commitment is 

negatively related to absenteeism, intention to leave and turnover (Alexandrov et al., 

2007; Loi et al., 2006; Paré and Tremblay, 2007). This is supported by Cohen (2003) 

who asserts where employees with affective organizational commitment will 

contribute to higher performance and productivity and also reduce the level of 

absenteeism and tardiness. 
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One of the factors that determine affective organizational commitment among 

employees is the existence of work-family conflict and work-family enrichment. 

Generally, the past studies found that work-family conflict is negatively related to 

affective organizational commitment while work-family enrichment is positively 

related to affective organizational commitment. 

 

 

Work-family conflict refers to inter-role conflict between multiple roles 

whereby individuals have to perform with limited amount of resources. Work-family 

conflict occurs when an individual fails to balance between work and family where 

work may interfere with family life and family life interferes with other outcomes 

such as organizational commitment, job satisfaction and turnover (Akintoyo, 2010). 

 

 

The Bernama News (2007) reported that a survey conducted among 10,000 

Malaysian (28% Chinese, 22% Indian and 18% Malay) about feeling of strain stated 

that one among five Malaysians felt very stressful and faced difficulty to ensure they 

could manage their work and family life at the same time. The survey also revealed 

that two-third of the respondents prioritized their family, while others were still 

struggling to balance between work and family life. Apart from being employees, 

they still need to occupy other roles, such as husbands, wives, fathers, mothers, sons 

and daughters. The Integrity Perspective Index National Research (IPIN), conducted 

by IIM since 2010 until 2013 to 160,000 respondents all over Malaysia, revealed that 

family institution is becoming loose because of several factors, and one of the factors 

is dual working parents do not have enough time to spend with their children. IIM 

President, Datuk Dr. Mohd. Tap Salleh stated that even though most Malaysian 

parents are busy with their work, they should not neglect their family and at the same 

time, they need to balance between work and family life (IPIN, 2007). 

  

 

Many studies have suggested that work-family conflict contributes to work, 

personal/family and health related outcomes. A study done by Aminah (1997) among 

120 married female secretaries in Selangor reported that work-family conflict issue 

led to lower job satisfaction, as well as family dissatisfaction. Furthermore, job and 
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family satisfactions were significantly related to life satisfaction. In the study 

conducted by Siti Aishah et al. (2012), work-family conflict was highly correlated 

with stress and psychological strain. The study was conducted among academic 

staffs from three research universities in Malaysia, which are Universiti Teknologi 

Malaysia, Universiti Sains Malaysia and Universiti Kebangsaan Malaysia. Another 

study done by Elisa Ezura (2006) regarding the relationship between work and 

family conflict towards job burnout in Sarawak Economic Development Corporation 

(SEDC), found that there was a significant relationship between work and family 

conflict and job burnout. Work-family conflict also has relationship with affective 

organizational commitment. 

  

 

Most of the studies done by previous researchers showed that work-family 

conflict has a significant and negative relationship with affective organizational 

commitment. For example, a study by Akintoyo (2010) among industrial workers in 

Nigeria, found that work-family conflict has a significant relationship with affective 

organizational commitment. The relationship between work-family conflict and 

affective organizational commitment is negative where work-family conflict would 

decrease affective organizational commitment. Another study done by Attiya (2011) 

found a significant relationship between work-family conflict and affective 

organizational commitment. A study conducted by Karatepe and Tekinkus (2006) 

among frontline bank employees in Turkey, showed that there were no significant 

relationship between work-family conflict and affective organizational commitment 

but the relationship was still heading towards negative direction. Similar study done 

among frontline employees in 4 and 5 star hotels in Abuja, Nigeria also showed 

similar finding as the study above (Karatepe and Alheri, 2008). 

 

 

Besides work-family conflict, the increasing number of dual parents working 

also has increased the possibilities of having positive spill-over, known as work-

family enrichment. According to Greenhaus and Parasuraman (1999), a few studies 

have been conducted a decade ago, revealed that some have acknowledged the 

possibility of work and family that brought positive effect on one another. In general, 

the enrichment process occurs when resources from either work or family may be 
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used to solve problems and enabled to improve the performance in the other role 

effectively. Work-family enrichment explains the positive spill over from work to 

family, including instrumental, affective and capital dimension. Knowledge, skill 

(instrumental), moods, attitudes (affective) and security, self-esteem (capital) may 

spill over from work to family. 

 

 

In Malaysia, work-family enrichment is measured in terms of job satisfaction, 

family satisfaction and marriage satisfaction (Tam, 2008; Uma, 2007; Emilda, 2002). 

According to Safidah and Rozumah (2001), Malaysian married professional women 

were satisfied with their jobs and have good relationship with their employees. 

Another study done among Malay professional women indicated that 90% of them 

were satisfied with their work (Erneza, 1996). Besides satisfaction, work can give 

working women a form of motivation, self-improvement, control, and also autonomy 

and power, where they can give benefits to both domains, which are work and family 

(Nooraini, 2006). In addition, a study carried out by Rozumah (1999) indicated that 

child academic performance has a significant relationship with the level of mother’s 

education and knowledge. This is supported by the studies done in the western 

countries, whereby a mother’s involvement in work environment could enrich the 

environment at home, which can lead to successful child development (Parcel et al., 

1994). Positive spill over from work to family can also lead to affective 

organizational commitment. 

 

 

A study conducted by Aryee et al., (2005) and Julie et al., (2006) showed that 

work family enrichment has a positive relationship with affective organizational 

commitment. Another study conducted by Balmforth and Gardner (2006), Karatepe 

and Alheri (2008) found significant and positive relationship between work-family 

enrichment and affective organizational commitment.  

 

 

Most studies conducted in Malaysia regarding work and family issues were 

focused on women and paid little attention to male employees (Nooraini, 2006; 

Samad, 2006). However, this research focused on both men and women in 
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investigating issues related to work and family since this issue concerns both gender 

in these recent years (Hassan et al., 2010). This has been supported by the changing 

definition of fatherhood (Winslow, 2005), which suggests the increase in 

responsibilities for men, as well as women, that may lead to work-family conflict. 

Therefore, it can be concluded that both women and men may experience work-

family conflict. 

 

 

Social support from work and family, which includes instrumental and 

affective, leads to affective organizational commitment. Social support in both work 

place and family can be seen as an issue regarding work-family balance. In some 

cases in workplace, there are no social supports for the work environment, especially 

from supervisor, co-workers and management. Some supervisors only give attention 

and stressed on work-related matters and performance rather than their subordinate 

problems, which are related to personal and family. Support from co-workers 

depends on their attitude towards each other, if they are willing and feel responsible 

to help other workers. Some co-workers intend to be individualistic and do not have 

the spirit of cooperation.  

 

 

At higher level, some management authorities do not give support in context 

of establishing policy to help workers balance between work and family. 

Managements are not aware of their responsibility to provide workers with family-

friendly benefit, which can assist workers in juggling between work and family 

demands. Besides, there are also weaknesses in management structure and policy 

when creating a certain position where it can only be filled by one expert. In case 

he/she has an emergency and needs to leave the job, nobody can replace their work. 

Therefore, the urgency of work will be interrupted. This will cause poor performance 

for the work and also give negative impact to the overall performance of the 

organization. Some employees also have problems with unsupportive spouse 

regarding work and family related matters.  
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A study done by Meera (2006) amongst 116 Malaysian dual career 

employees (faculty and staffs) from three universities suggested that work-family 

conflict and sources of supports, namely spousal and organizational supports, were 

strongly related to work satisfaction. Employee with higher level of work satisfaction 

will contribute to affective organizational commitment. 

 

 

According to Social Exchange Theory and Organizational Support Theory, 

social support from work could increase employee affective organizational 

commitment. A study conducted by Wendy et al., (2007) shows that support from 

work has a positive relationship with affective organizational commitment. 

Furthermore, personal social support can be seen as an important factor to increase 

affective organizational commitment. Another study done by Vincent and Caroline 

(2010) in a Canadian health care organization found that supervisor support and co-

worker support have significant and positive relationship with affective 

organizational commitment.  

 

 

Social support from work and family can decrease work-family conflict, 

increase work family enrichment and contribute to affective organizational 

commitment. A research carried out by Julie et al., (2006) about work-family support 

on work-family enrichment and affective organizational commitment among 

insurance company in the south eastern US revealed that emotional support from 

family enhances work-family enrichment and provides positive relationship with 

affective organizational commitment. 

 

 

 

 

1.4 Research Questions 

 

 

Based on the problem statements, these are the research questions that needed 

to be answered throughout the research: 
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1) What are the level of work-family conflict, work-family enrichment and 

affective organizational commitment among the faculty clerical staffs in 

UTM Skudai? 

2) What is the relationship between work-family conflict and affective 

organization commitment among the faculty clerical staffs in UTM Skudai? 

3)  What is the relationship between work-family enrichment and affective 

organization commitment among the faculty clerical staffs in UTM Skudai? 

4)        Which factor mostly influences affective organizational commitment? 

5) What are the moderating effects of work support and family support on the 

relationship between work-family conflict and affective organizational 

commitment? 

6)      What are the moderating effects of work support and family support on the 

relationship between work-family enrichment and affective organizational 

commitment? 

 

 

Based on the research questions, the following hypotheses had been 

formulated. Statistical test was performed based on the data collected from the 

questionnaire distributed to the faculty clerical staffs in UTM Skudai. 

 

Hypothesis1: Work-family conflict is negatively related to affective organizational 

commitment. 

 

Hypothesis2: Work-family enrichment is positively related to affective 

organizational commitment. 

 

Hypothesis3: Work support moderates the relationship between work-family 

conflict and affective organizational commitment. 

 

Hypothesis4: Family support moderates the relationship between work-family 

conflict and affective organizational commitment. 

 

Hypothesis5: Work support moderates the relationship between work-family 

enrichment and affective organizational commitment. 
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Hypothesis 6: Family support moderates the relationship between work-family 

enrichment and affective organizational commitment. 

 

 

 

 

1.5 Objectives of the Study 

 

 

1) To identify the level of work-family conflict, work-family enrichment and 

affective organizational commitment among the faculty clerical staffs in 

UTM Skudai. 

2)  To identify the relationship between work-family conflict and affective 

organizational commitment among the faculty clerical staffs in UTM Skudai. 

3)  To identify the relationship between work-family enrichment and affective 

organizational commitment among the faculty clerical staffs in UTM Skudai. 

4) To determine which factor mostly influences affective organizational 

commitment among the faculty clerical staffs in UTM Skudai. 

5)  To determine the moderating effects of work support and family support on 

the relationship between work-family conflict and affective organizational 

commitment among the faculty clerical staffs in UTM Skudai. 

6)       To determine the moderating effects of work support and family support on 

the relationship between work-family enrichment and affective organizational 

commitment among the faculty clerical staffs in UTM Skudai. 

 

 

 

 

1.6  Significance of the Study 

 

 

This study is important for employers to determine the level of work-family 

conflict and work-family enrichment. The ability of employees to meet work and 

family demands not only reduce work-family conflict, but contribute to work-family 
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enrichment. Successful balance between work and family leads to affective 

organizational commitment and gives good impact to overall performance of the 

organization. Implementation of policy and support from employers and families is 

important to assist the employees to balance between these two domains. Employees 

who fail to balance between work and family may experience work-family conflict 

that will give negative effects related to health, work and the family itself.  

 

 

The findings from this research would explain the importance of reducing 

work-family conflict and to enhance work-family enrichment to achieve affective 

organizational commitment. This research would confirm the existence and the level 

of work-family conflict and work-family enrichment among the faculty clerical staffs 

in UTM. The relationship between work-family conflict and work-family enrichment 

to affective organizational commitment could be understood and the effects of social 

support as a moderator would be able to explain this relationship further. 

 

 

At the end of this study, the finding would help UTM to create, improve and 

maintain policies in order to assist employees in reducing work-family conflict and 

help to achieve work-family enrichment. Positive interaction between work and 

family can produce highly committed staffs that can achieve key performance index 

and at the same time, successfully contribute to the goals targeted by UTM. The 

UTM management unit can also come up with effective methods and steps to 

motivate their employees in the workplace, which would help to increase employee 

work performance. 

 

 

Besides, the policy maker, “Kementerian Pengajian Tinggi” (Ministry of 

Higher Education) would be able to design and decide the best policy to be 

implemented, particularly in a university with the status of Research University. 

Other higher learning institution with self-autonomy status too could create better 

environment and policy that would suit to the needs of their staffs towards better 

work-family interaction that will boost affective organizational commitment among 

the university staffs. Furthermore, this study can be used as an initial potential 
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reference to students and future researchers interested in the area of work-family 

interrelationship in different work scope and this research can be expanded by 

associating this relationship with other variables. Lastly, this research would be able 

to compare the findings obtained from this research with the findings gained from 

previous studies.  

 

 

 

 

1.7 Scope of the Study 

 

 

This research explains the work-family conflict, work-family enrichment, 

affective organizational commitment and social support among the faculty clerical 

staffs in UTM. The respondents were the faculty clerical staffs in UTM Skudai of 

grades N17, N22 and N26, that made a total of 100 people. 

 

 

There are many factors that could contribute to affective organizational 

commitment. Nevertheless, the researcher focused on work-family conflict and 

positive spill-over in interrelationship between work and family, known as work-

family enrichment. The respondents; the faculty clerical staffs of grades N17, N22 

and N26, were selected to understand the relationship towards affective 

organizational commitment. Besides, the researcher would identify the effects of 

social supports, including work support, as well as family support. All the 

information about the respondents was only based on the feedback obtained from the 

questionnaire. 

 

 

Variables that were used as independent variables were the work-family 

conflict and work-family enrichment. The affective organizational commitment was 

chosen as the dependent variable. The moderators in this relationship were the social 

support in two different domains; work domain and family domain. Support from 
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work domain includes supervisor, co-worker and management, while family domain 

includes spouse and other family members.  

 

 

 

 

1.8 Limitation of the Study 

 

 

This research only focused on the faculty clerical staffs of grade N17, N22 

and N26 in UTM Skudai. Only the faculty clerical staffs of grade N17, N22 and N26 

were included in this research as they shared the same portfolio. This research was 

conducted within a certain time frame and it was only accurate for the time of the 

research being conducted. The findings of this research could be used for future 

researches but they cannot be represented by the same organization due to the time 

factor. This research should be referred to and re-conducted according to the new 

applied policy. 

 

 

 

 

1.9 Conceptual and Operational Definitions 

 

 

1.9.1 Work-Family Conflict 

 

 

According to Flippo (2005), work-family conflict is a form of inter-role 

conflict in which role pressures from the work and family domains are mutually 

incompatible in some aspects. The conflict occurs when the individual extends their 

efforts to satisfy their work demands at the expense of their family demands or vice 

versa (Cole, 2004). Other definition by Greenhaus and Beutal, 1985 stated that work-

family conflict exist as a consequences of inconsistent demand between family and 

work role. Work-family conflict may likely to occur when expectation in one role 
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does not meet the demand in another role preventing efficient performance in other 

role. Early researchers (Greenhaus and Beutell, 1985; Kahn et al., 1964) considered 

work-family conflict as a one-dimensional construct. However, subsequent studies 

have treated the construct as a bigger construct consisting of two related factors 

known as bi-dimensional (Frone et al., 1992; Frone, 2003; Gilboa et al., 2008). 

Conflict between work and family/family and work may appear in two directions, 

which is work-to-family conflict and family-to-work conflict. Work-to-family 

conflict is a conflict that arises when work interferes with family life, such as 

working overtime to meet job demands, while family-to-work conflict arises when 

family interferes with work life, such as the need to take care of sick family 

members. There are significant amount of researches suggest that work-family 

conflict and family-work conflict are related but have distinct constructs (Ajiboye, 

2008).  

 

 

In this research, work-family conflict refers to the inconsistent demand 

between roles where expectation in one role does not meet the requirement for 

another role preventing efficient performance in other role. This research focused on 

one direction of conflict between work and family which is work family conflict. 

 

 

 

 

1.9.2 Work-Family Enrichment 

 

 

Greenhaus and Powell (2006) define work-family enrichment as the extent to 

which experience in the work or family role improves the quality of life in the other 

role. Similar to work-family conflict, work-family enrichment is also bi-directional, 

which consists of work-to-family enrichment (WFE) and family-to-work enrichment 

(FEW) (Carlson et al., 2006). Work-to-family enrichment can be seen as experience, 

skills and opportunities gained or developed at workplace that enhance family life, 

while family-to-work enrichment occurs when positive mood, behaviour, sense of 

accomplishment, and support or resources received or generated in the family give 
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positive impact towards work (Greenhaus and Powell, 2006). Although researchers 

argue that work experience often enriches family domain (Greenhaus and Powell, 

2006), the impact of work-to-family enrichment (WFE) on work outcome has 

captured much attention among employees and human resource management in both 

developed and developing countries (Karatepe and Kilic, 2009). 

 

 

In this study work family conflict refer to the experience in one role help to 

improve quality of life in another role. This study focused on experience, skill and 

opportunities that gain at workplace that can enrich family life. 

 

 

 

 

1.9.3 Affective Organizational Commitment 

 

 

Early researchers define organizational commitment as affective attachment 

to an organization by accepting the goals and values of an organization, willing to 

make extra effort for the organization, and have a tendency to stay in the 

organization (Mowday et al., 1982). Organizational commitment can be identified as 

the most important factor to predict turnover behaviour, tendency to withdraw and 

the behaviour of the organization citizen (Sinclair et al., 2005). It is measured by the 

employee’s willingness to work hard to improve the company they are working for, 

the suitability of values between both employer and employees and the attitude of 

pride and loyalty towards their company (Maume, 2006). Organizational 

commitment is considered to be a multidimensional concept and can be divided into 

affective, continuance and normative components (Meyer and Allen, 1997). 

 

 

In this research, only one component of organizational commitment was 

studied, which was the affective organizational commitment, where affectively 

organization commitment had been defined as the extent of an emotional attachment 
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to an organization and can be measured by the acceptance of organization value and 

the willingness of individual to stay in the organization (Sommers, 1995). 

 

 

 

 

1.9.4 Social Support 

 

 

Early definition of social support is defined by Hobfoll and Stokes (1988) as 

social interaction or relationship that provides individuals with assistance or feeling 

attached to a group or person, which is perceived as caring or loving. It also includes 

informational support such as providing advice and guidance. Social support has 

been seen as an important resource to reduce strain (Demerouti et al., 2004), and 

therefore, can lower conflict and enhance enrichment. Social support also assists 

individuals to retain the existing resources and obtain new resources (Seiger and 

Wiese, 2009). Resources are used to meet work and family demands. According to 

Grzywacz and Marks (2000), social support from either work or family domains 

helps to generate positive effect in the source domain and increase the quality of life 

in another domain. There are different sources of social support and this study 

focused on the supports from work and family. Support from work comes from 

supervisor, co-workers and management, while family support includes spouse and 

other family members. 

 

 

 

 

1.9.4.1 Work Support 

 

 

Work support is one of the elements of social supports that contribute to the 

ability of employee to balance between role and responsibility at work and home. 

Work support includes support from supervisor, co-workers and the management. 

According to Jahn et al. (2003), social support at workplace is assumed as part of 
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work-family balance policies and practices. Formal support refers to management 

that can give support by creating policy that can give employees more flexibility in 

handling work and family at the same time. Informal supports include mental and 

emotional supports, which may come from supervisors and co-workers.  

 

 

 

 

1.9.4.2 Family Support 

 

 

Family support can be identified as informal support that an individual can 

receive from the family domain. For dual income earners, family support may come 

from spouse/partner and also from other family members. While for single parent 

families, source of family support includes other family members. Social support 

from family includes instrumental and emotional supports that will help an individual 

in dealing with work and family-related demands in order to achieve satisfaction in 

work-family relationship. According to Carlson and Perrewe (1999) and Greenhaus 

and Parasuram (1994), support from outside of work domain can give positive 

impact to work-family relationship by reducing work-family conflict. 

 

 

 

 

1.10 Conclusion 

 

 

Overall, this chapter discussed the background of the study, problem 

statements, research questions, research goals and objectives, the significance of the 

study, scope of the study, limitations of the study, and followed by the operational 

definitions. This research was carried out to identify the level of work-family conflict 

work-family enrichment and affective organizational commitment among the faculty 

clerical staffs in UTM and the relationship between work-family conflict and work-

family enrichment on affective organizational commitment, in terms of employee 
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involvement and loyalty to UTM. The faculty clerical staffs in UTM Skudai were 

chosen as the respondents of the study. Next, the factor that mostly predicted the 

affective organizational commitment was identified.  Lastly, the effects of both the 

work and family supports as moderators in the relationship between work-family 

conflict and work-family enrichment with affective organizational commitment were 

also studied. 



113 
 

 

 

 

REFERENCES 

 

 

 

 

AbuAlRub, R. F. (2010). Work and nonwork social support and intent to stay 

at work among Jordonian hospital nurses. International Nursing Review, 

57, 195-201. 

  

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. The Journal of Applied Psychology, 81, 411-

420. 

 

Aguinis, H. (2004). Regression analysis for categorical moderators. New York: 

Guilford. 

 

Ahmad, S. & Skitmore, M. (2003) Work-family conflict: a survey of 

Singaporean workers. Singapore Management Review, 25, 35-52. 

 

Ahmad Zainal Abidin, A.R., Che Mod Zulkifli, C.O. & Jamal Nordin, Y. 

(2010). Family issue and work family conflict among medical officers in 

Malaysian public hospitals,  International Journal of Business and Social 

Science, 1, 26-36. 

 

Aizzat, M.N. & Michael, P.O. (2012). Work overload, parental demand, 

perceived organizational support, family support, and work-family 

conflict among New Zealand and Malaysian academics, New Zealand 

Journal of Psychology, 41, 383-395. 



114 
 

 

Ajiboye, S.O. (2008).  Analysis of causal factors of work-family role conflict 

among male and female workers. Journal of Sociological Studies, 4, 93-

104. 

 

Akintayo, D. I. (2010). Work-family conflict and organization commitment 

among industrial workers in Nigeria. Journal of Psychology Counseling, 

2, 1-8. 

 

Alexandrov, A., Babakus, E., & Yavas, U. (2007). The effects of perceived 

management concern for frontline employees and customers on turnover 

intentions: moderating role of employment status. Journal of Service 

Research, 9, 356-371. 

 

Allen, N.J. & Meyer, J.P. (1990). The measurement and antecedents of 

affective, continuance and normative commitment to the organization. 

Journal of Occupation Psychology, 63, 1-18. 

 

Allen, J.P., Moore, C., Kuperminc, G. & Bell, K. (1998) Attachment and 

adolescent psychosocial functioning. Child Development, 69, 1406-1419. 

 

Allen, N.J. & Meyer, J.P. (2000).  Construct validation in organizational 

behavior research: The case of organizational commitment.  Problems 

and solutions in human assessment, Norwell, MA: Kluwer. 

 

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, 278-308. 

 

Allis, P. & O’Driscoll,  M. (2008).  Positive effects of non work to work 

facilitation on well being in work, family and personal domains. Journal 

of Managerial Psychology, 23, 273-291. 

 



115 
 

Alyx, E. K. & Janet, L. K., (2009). Does Social Support Source and Type 

Differently Affect Workplace Stress in a Manufacturing Sample?, 

Annual Conference of the Society for Industrial and Organizational 

Psychology, New Orleans, Louisiana. 

 

Aminah, A. (1997). Work-Family Conflict and Social Support: A Study of 

Female Secretaries in Malaysia. Pertanika Journal of Social Science and 

Human, 5, 93-101. 

 

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, 787-810. 

 

Aryee, S., Luk, V., Leung, A., & Lo, S. (1999).  Role stressors, interrole 

conflict, and well-being: The moderating influence of spousal support 

and coping behaviours among employed parents in Hong Kong. Journal 

of Vocational Behavior, 54, 259-278. 

 

Aryee, S.E., Srivinas, S. and Tan, H.H. (2005). Rhythms of life: Antecedents 

and outcomes of work-family balance in employed parents. Journal of 

Applied Psychology, 90, 132-146. 

 

Aselage, J. & Eisenberger, R. (2003). Perceived organizational support and 

psychological contracts: A theoretical integration. Journal of 

Organizational Behavior, 24, 491-509. 

 

Attiya, A., Seep, N., Khalid, Z., & Ihtisham, A.M. (2011). Work family role 

conflict and organizational commitment: A case study of higher 

education institutes of Pakistan, Interdisciplinary Journal of 

Comtemporary Research in Bussiness, 2, 371-392 

 

Aycan, Z., & Eskin, M. (2005). Childcare, spousal, and organizational support 

in predicting work-family conflict for females and males in dual-earner 

families with preschool children. Sex Roles, 53, 453-471.  



116 
 

 

Azlah, M.A., Thuaibah@Suaibah, A. B., Rozeyta, O, Nurul, S.S., Nurul, E.B. 

& Wong, S.K. (2008). Wanita dan Hubungannya Dengan Prestasi Kerja: 

Kajian di Pejabat Setiausaha Kerajaan Negeri Johor dan Edaran 

Otomobil Nasional Berhad, Isu-Isu Sosial, 77-106. 

 

Babbie, E.  (2007). The Practice of Social Research.11th ed. Belmont, 

California: Thomson Wadsworth.  

 

Balmforth,  K. & Gardner, D. (2006). Conflict and facilitation between work 

and family realizing the outcomes for organizations. New Zealand 

Journal of Psychology, 35, 69-76. 

 

Baral, R. & Bhargava, S. (2010). Work and family enrichment as a mediator 

between organizational interventions for work-life balance and job 

outcomes. Journal of Managerial Psychology, 25, 274-300. 

 

Baral, R. & Bhargava, S. (2011).  Predictors of work-family enrichment: 

Moderating effect of core self-evaluations, Journal of Indian Business 

Research, 3, 220-243. 

 

Barnett, R. C. & Hyde, J. S. (2001). Women, men, work and family: An 

expansionist theory. The American Psychologist, 56, 781-796. 

 

Beck, K. & Wilson, C. (2000).  Development of affective organizational 

commitment: A cross-sequential examination of change with tenure. 

Journal of Vocational Behavior, 56, 114-136. 

 

Becker, H.S. (1960).  Notes on the concept commitment. American Journal of 

Sociology, 66, 32-40. 

 

Beehr, T. A., Jex, S. M., Stacy, B. A. & Murray, M. A. (1997). Work stressors 

and co-worker support as predictors of individual strain and job 

performance, Journal of Organizational Behavior, 26, 391-405. 



117 
 

 

Bentein, K., Robert, J., Vandenberg, Vandenberghe, C., & Florence, S. 2005. 

The role of change in the relationship between commitment and turnover: 

A latent growth modeling approach. Journal of Applied Psychology, 90, 

468-482. 

 

Bernama News, 2007. http://www.bernama.com  

 

Beutell, N.J. & Wittig-Berman, U. (2008). Work-family conflict and work 

family synergy for generation X, baby boomers and matures: 

Generational differences, predictors, and satisfaction outcomes. Journal 

of Managerial Psychology, 23, 507-523. 

 

Berenson, K. R., Gyurak, A., Downey, G., Ayduk, O., Mogg, K., Bradley, B. 

& Pine, D. (2009). Rejection sensitivity and disruption of attention by 

social threat cues. Journal of Research in Personality, 43, 1064-1072. 

 

Berg, P., Kalleberg, A.L. & Applebaum, E. (2003).  Balancing work and 

family: The role of high-commitment environments. Industrial Relations, 

42, 168–188. 

 

Bhargava, S. & Baral, R. (2009). Antecedents and consequences of work-

family enrichment among Indian Managers, Psychological Studies, 54, 

213-225. 

 

Blau, (1964). Exchange and power in social life New York. Wiley. 

 

Boyar, S. L., & Mosley, D. C., Jr. (2007). The relationship between core self-

evaluations and work and family satisfaction: The mediating role of 

work-family conflict and facilitation. Journal of Vocational Behavior, 71, 

265-281. 

 

Bryman, A. (2004) Social Research Methods(2nd edition). Oxford: Oxford 

University Press.  



118 
 

 

Buchanan, B. (1974). Building organizational commitment: the socialisation of 

managers in work organizations. Administrative Science Quarterly,19, 

533-546. 

 

Burke R.J & El-Kot E.G. (2010). Correlates of work-family conflicts among 

managers in Egypt. International Journal of Islamic and Middle Eastern 

Finance and Management, 3, 113-131. 

 

Carlson, D. S., & Perrewé, P. L. (1999). The role of social support in the 

stressor-strain relationship: An examination of work-family conflict. 

Journal of Management, 25, 513-540. 

 

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 Behaviour, 56, 249-276. 

 

Carlson, D. S., Kacmar, K.M., Wayne, J.H. & Grzywacz,  J.G. (2006). 

Measuring the positive side of the work family interface: Development 

and validation of a work-family enrichment scale. Journal of Vocational 

Behaviour, 68, 131-164. 

 

Choenarom, C., Williams, R. & Hagerty, M. (2005). The role of sense of 

belonging and social support on stress and depression in individuals with 

depression. Archives of Psychiatric Nursing, 19, 18-29. 

 

Choi, S., Jung, W., & Cho, E. S. (2007). Work and family conflict in Korea: A  

longitudinal study on married women’s discontinuity of employment. 

Annual Meeting of the American Sociological Association, New York. 

 

Cohen, A. (2003). Multiple commitments in the workplace: An integrative 

approach, Mahwah. NJ:Erlbaum. 

 



119 
 

Cohen, A. (2007). Commitment before and after: A reconceptualization of 

organizational commitment. Human Resource Management Review, 17, 

336-354. 

 

Cole, D.W. (2004). Social reflection on women playing dual roles: An 

assessment of women     in leadership positions. Journal of Gender 

Studies, 7, 126.132. 

 

Colton, C. L. (2004). The role of informal organizational work-family support 

in the use of    formal work-family supports and associated outcomes. 

Dissertation. Portland, OR: Portland State University. 

 

Cooper-Hakim, A., & Viswesvaran, C. (2005). The construct of work 

commitment: Testing an integrative framework. Psychological Bulletin, 

131, 241-259.  

 

Cooper, D. R. & Pamela S. S. (2006) Marketing Research. New York: 

McGraw–Hill. 

 

Dalton, D.R. & Mesch, D.J. (1990). The impact of flexible scheduling on 

employee attendance and turnover. Administrative Science Quarterly, 35, 

370-387. 

 

Dawley, D.D., Andrews, M.C, Bucklew, N.S, 2008. Mentoring, supervisor 

support, and perceived organizational support: what matters most? 

Journal Leadership & Organization Development, 29, 235-247. 

 

Demerourti, E., Geurts, S., Bakker, A. & Euwema, M. (2004). The impact of 

shiftwork on work-home conflict, job attitudes and health. Ergonomics, 

47, 987-1002. 

 

Demorouti, E., Bakker, A. B. &  Butlers, A.J. (2004). The loss spiral of work 

pressure work-home interference and exhaustion: Reciprocal relations in 

a three-wave study. Journals of Vocational Behaviour, 64, 131-149. 



120 
 

 

Department of Statistic Malaysia, 2011. http:// www.statistics.gov.my/  

 

Dikkers, J.S.E., Den Dulk, L., Geurts, S.A.E , Peper, B. (2005) Work - 

nonwork culture, utilization of work - nonwork arrangements, and 

employee-related outcomes in two Dutch organizations, Work and 

family: An international research perspective, Mahwah, NJ, Lawrence 

Erlbau. 

 

Ducharme, L. J. & Martin, J. K. (2000). Unrewarding work, co-worker support 

and job satisfaction: A test of the buffering hypothesis. Work and 

Occupations, 27, 223-243. 

 

Eby, L. Casper, W., Lockwood, A., Bordeaux, C. & Brinley, A. (2005). Work 

and family research in IO/ OB: Content analysis and review of the 

literature (1980 ñ 2002). Journal  of Vocational Behavior, 66, 124-197.  

 

Edura, W. R., Mohamad, S. N., Azura, O. & Izhairi, I. (2011). Measuring Self-

Esteem, Work/Family Enrichment and Life Satisfaction: An Empirical 

Validation. International Conference on Sociality and Economics 

Development, IACSIT Press, Singapore. 

 

Edwards, J. R. & Rothbard, N. P. (2000). Mechanisms linking work and 

family: Clarifying the relationship between work and family constructs. 

Academy of Management Review, 25, 178-199. 

 

Eisenberger, R., Cummings, J., Armeli, S. & Lynch, P. (1997). Perceived 

organizational support, discretionary treatment, and job satisfaction. 

Journal of Applied Psychology, 82,812-820. 

 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived 

organizational support. Journal of Applied Psychology, 71, 500-507. 

 



121 
 

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. & Rhoades, L. (2001). 

Reciprocation of perceived organizational support. Journal of Applied 

Psychology, 86, 42-51. 

 

Ellen, G., Kerstin, A. & James, T. B. (2011). Gender and generation at work 

and at home of the changing workforce, Family and work institute, 

National study. 

 

Elisa Ezura, A. (2006). The Relationship Between Work-Family Conflict 

(WFC) and Family-Work Conflict (FWC) Towards Job Burnout: A Case 

at Sarawak Economic Development Corporation (SEDC). Masters thesis, 

Universiti Utara Malaysia. 

 

Emilda, H. (2002). Working women in Malaysia: Past and future trends. 

Unpublished Master Thesis, University of Malaya. 

 

Erdwins, C. J., Buffardi, L. C., Casper, W. J., & O’Brien, A. S. (2001). The 

relationship of women’s role strain to social support, role satisfaction, 

and self-efficacy. Family Relations, 50, 230-238. 

 

Erneza, M.T. (1996). Wanita profesional melayu: satu kajian kes terhadap 

penduaan peranan. (Malay Professional Women: A case study of dual 

role of women). 

 

Eva, R., Sirpa, S.L., Tea, L, & Eero, L. (2007). Associations of work? Family 

conflicts with  food habits and physical activity. Public Health Nutrition, 

10, 222-229. 

 

Flippo, M.B. (2005). Approaches to work-family role conflict in organizations. 

Journal of  Sociological. Studies, 10, 48-5. 

 



122 
 

Frone, M.R., Rusell, M. & Cooper, M.L. (1992). Antecedent and outcomes of 

work family conflict: Testing a model of the work family interface. 

Journal of Applied Psychology, 77, 65-78. 

 

Frone, M. R., Russell, M., & Cooper, M. L. (1997). Relation of work-family 

conflict to health outcomes: A four-year longitudinal study of employed 

parents. Journal of Occupational and Organizational Psychology, 70, 

325-335. 

 

Frone, M.R. (2003). Work–family balance. In: Quck JC, Tetrick LE, editors. 

Handbook of occupational health psychology. Washington, DC: 

American Psychological Association; 13-162. 

 

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, 

197-220.  

 

Geurts, S. & Demerouti, E. (2003). Work/non-work interface: A review of 

theories and findings. In M. Schabracq, J. Winnubst, & C. Cooper, 

Handbook work and health psychology, Chichester: Wile. 

 

Geurts S.A.E., Taris, T.W., Kompier, M.A.J., Dikkers J.S.E., van Hooff, 

M.L.M. & Kinnunen, U.M.  (2005). Work-home interaction from a work 

psychological perspective: development and validation of a new 

questionnaire, the SWING.Work Stress, 19, 319-339. 

 

Gilboa, S., Shirom, A., Fried, Y., & Cooper, C. (2008). A meta-analysis of 

work demand stressors and job performance: Examining main and 

moderating effects. Personnel Psychology, 61, 227. 

 

Glisson, C. & Durick, M. (1988).  Predictors of job satisfaction and 

organizational commitment in human service organizations. 

Administrative Science Quarterly, 33, 61-81. 



123 
 

 

Goff, S. J., Mount, M. K. & Jamison, R. L. (1990). Employer supported child 

care, work/family conflict, and absenteeism: A field study. Personnel 

Psychology, 43, 793-809. 

 

Goodwin, M.H. (2002). Building power asymmetries in girls, interaction, 

Discourse and Society, 13, 715-730. 

 

Goode, W.J.  (1960).  A theory of role strain. In: American Sociological 

Review 60, 483-496. 

 

Gould, S. (1979). An equity-exchange model of organizational involvement. 

Academy of Management Review, 4, 53-56. 

 

Grandey, A. A. & Cropanzano, R. (1999). The conservation of resources model 

applied to work-family conflict and strain. Journal of Vocational 

Behavior, 54, 350-370. 

 

Grandey, A., Cordeiro, B., & Crouter, A. (2005). A longitudinal and multi-

source test of the work-family conflict and job satisfaction relationship. 

Journal of Occupational and Organizational Psychology, 78, 305-323.  

 

Greenberg, Jerald, & Robert A.Baron. 2003. Behavior in organizations(8th 

ed.). Upper Saddle River, NJ: Prentice Hall. 

 

Greenhaus, J.H, & Beutell, N.J.  (1985). Sources of conflict between work and 

family roles. Academy of Management Review, 10, 76-88. 

 

Greenhaus, J. H., Parasuraman, S., Granrose, C. S., Rabinowitz, S. & Beutell 

N.J. (1989). Sources of work-family conflict among two-career couples. 

Journal of Vocational Behaviour, 34, 133-153. 

 



124 
 

Greenhaus, J. H. & Parasuraman, S. (1994). Work-family conflict, social 

support, and well- being. In M. J. Davidson & R. J. Burke (Eds.), Women 

in Management: Current research issues. London: Paul Chapman. 

 

Greenhaus, J. H., & Parasuraman, S. (1999). Research on work, family, and 

gender: Current status and future direction. Handbook of gender and 

work, Newbury Park,CA: Sage. 

 

Greenhaus, J. H. & Powell, G.N.  (2006). When work and family are allies: A 

theory of work family enrichment. Academy of Management Review, 31, 

72-92. 

 

Grzywacz, J. G. & Marks, N. F. (2000). Reconceptualizing the work-family 

interface: An ecological perspective on the correlates of positive and 

negative spillover between work and family. Journal of Occupational 

Health Psychology, 5, 111-126. 

 

Grzywacz, J. G., & Butler, A. B. (2005). The impact of job characteristics on 

work-to-family facilitation: testing a theory and distinguishing a 

construct. Journal of Occupational Health Psychology, 10, 97-109.  

  

Guildford, J. P. (1965). Fundamental Statistics in Psychology and Education, 

4
th

 Ed. McGraw Hill, New York. 

 

Gupta, V.K., Huang, R., & Niranjan, S. (2010). A longitudinal examination of 

the relationship between team leadership and performance. Journal of 

Leadership and Organizational Studies, 17, 335-350. 

 

Gutek, K. A., Searle, A. A.& Klepa, H. O. (1991). Workfamily role conflict: 

Evaluation study. Journal of Social Work, 16, 88-96. 

 

Haar., J. (2008). Work-Family Conflict and Job Outcomes: The Moderating 

Effects of Flexitime Use in a New Zealand Organization. New Zealand 

Journal of Employment Relation, 33, 38-54. 



125 
 

 

Hair, J., Anderson, R., Tatham, R. & Black, W. (1998). Multivariate Data 

Analysis(Fifth Edition). New Jersey: Prentice-Hall. Inc. 

 

Hair, J. F. Jr., Babin, B., Money, A. H., & Samouel, P. (2003). Essential of 

business research methods. John Wiley & Sons: United States of 

America. 

 

Hair, J. F. Jr. Black, W. C., Babin, B. J. Anderson, R. E. & Tatham, R. L. 

(2006). Multivariate data analysis. 6
th

 ed. New Jersey: Prentice Hall. 

 

Hajar, N., Siti. Nor Yaacob, Rumaya, J. (2010). The Influences of work 

support and family support on Work-Family Conflict (WFC) Among 

Married Female Nurses in Shiraz-Iran, Journal of American Science, 

2010, 6, 534-540. 

 

Hall, D. T., Schneider, B., & Nygren, H.T. (1970). Personal factors in 

organizational identification. Administrative Science Quarterly, 15, 176-

190. 

 

Halbesleben, J.R.B., Harvey, J., & Bolino, M.C. (2009). Too engaged? A 

conservation of resources view of the conservation between work 

engagement and work interference with family. Journal of Applied 

Psychology, 94(6), 1452–1465. 

 

Hammer, L.B., Allen, E., & Grigsby, T.D. (1997). Work family conflict in dual 

earner couples: within individual and crossover effects of work and 

family. Journal of Vocational Behavior, 50,185-203. 

 

Hammer, L.B., Kossek, E.E, Anger, W. K., Bodner, T. & Zimmerman, K.L. 

(2011). Clarifying work-family intervention processes: The roles of 

work-family conflict and family supportive supervisor behaviour. 

Journal of Applied Psychology, 96, 134-150. 

  



126 
 

Hassan, Z., Dollard, M.F., & Winefield, A.H. (2010). Work-family conflict in 

East vs Western countries. Cross Cultural Management, 17, 30-46. 

 

Higgins, C.A., Duxbury, L. E., & Lyons, S. T. (2010). Coping with overload 

and stress: Men and women in dual-earner families. Journal of Marriage 

and Family, 72, 847-859. 

 

Hill, E. J. (2005). Work-family facilitation and conflict, working fathers and 

mothers, work family stressors and support. Journal of Family Issues, 26, 

793-819.  

 

Ho, R., 2006. Handbook of Univariate and Multivariate Data Analysis and 

Interpretation with SPSS. Chapman & Hall/CRC, p. 403 

 

Hobfoll, S.E. & Stokes, J.P. (1988) The process and mechanics of social 

support. In S. W Duck , D.F hay S.E Hobfoll, B. Ickes and B. 

Montgomery (Eds), The handbook of research in personal relationships, 

London, Wiley 397-417. 

 

Hobfoll, S. E. (1989). Conservation of resources. A new attempt at 

conceptualising stress.    American Psychologist, 44, 513-524. 

 

Hobfoll, S.E. & Lilly, R.S. (1993). Resource Conservation as a Strategy for 

Community Psychology. Kent State University. Journal of Community 

Psychology, 21, 128-147. 

 

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self 

in the stress process: Advancing Conservation of Resources theory. 

Applied Psychology: An International Review, 50, 337-370. 

 

Hobfoll, S. E. (2002). Social and psychological resources and adaptation. 

Review of General Psychology, 6, 307-324. 

 



127 
 

Hopkins, K. (2005). Supervisor Support and Work-Life Integration. In E. 

Kossek & S. Lambert (Eds.), Work and Life Integration in Organizations: 

New Directions for Theory and Practice. Lawrence Erlbaum Associates, 

Inc. 

 

Huang, Y., Hammer, L. B., Neal, M. B., & Parrin, N. A. (2004). The 

relationship between work-to-family conflict and family-to-work 

conflict: A longitudinal study. Journal of Family and Economic Issues, 

25, 79-100.  

 

IPIN, 2007., http://www.iim.org.my 

 

Jahn, E., Thompson C.A. & R. E. Kopelman. (2003). Rationale and Construct 

Validity Evidence for a Measure of Perceived Organizational Family 

Support (POFS): Because Purported Practices May Not Reflect Reality. 

Community, Work and Family, 6,123-140. 

 

Jones, E.S.  & M.C Butler (1980).  A role transition approach to the stresses of 

organizationally-induced family disruption. Journal of Marriage and the 

Family,43, 367-376. 

 

Julie, H.W., Amy, E.R. & Jaclyn, S., (2006). The role of identity and work 

family support in work-family enrichment and its work related 

consequences. Journal of Vocational Behaviour, 69, 445-461. 

 

Kahn, R.L, Wolfe, D.M, Quinn R.P., Snoek J.D. & Rosenthal, R. (1964). 

Organizational stress: studies in role conflict and role ambiguity, New 

York; John Wiley and sons. 

 

Kanter, R.M. (1968). Commitment and social organization: A study of 

commitment mechanisms in utopian communities. American 

Sociological Review, 33, 499-517. 

 



128 
 

Karatepe, O. M. & Sokmen A. (2006). The effects of work role and family role 

variables on psychological and behavioral outcomes of frontline 

employees. Tourısm Management, 27, 255-268.  

 

Karatepe, M. O. & Tekinkus, M. (2006). The effects of work-family conflict, 

emotional exhaustion, and intrinsic motivation on job outcomes of front-

line employees, International Journal of Bank Marketing, 24, 173-193. 

 

Karatepe, O.M. & Alheri, B.M. (2008). Work-family conflict and facilitation in 

the hotel industry: A study in Nigeria, Cornell Hospitality Quarterly, 49, 

395-412.   

 

Karatepe, O.M. & Bekteshi, L. (2008).  Antecedents and outcomes of work-

family facilitation and family-work facilitation among frontline hotel 

employees. International Journal of Hosptality Management ,27, 517-

528. 

 

Karatepe, O. M & Kilic, H. (2009). The effect of two directions of conflict and 

facilitation on frontline employees’s and job outcomes. The service 

Industries Journal, 29, 977-993. 

 

Kim W. G., Leong, J.K. & Lee Y.K. (2005). Effect of service orientation on 

job satisfaction, organizational commitment, and intention of leaving in a 

casual dining chain restaurant.   Hospitality Management 24, 171-193. 

 

Kinnunen, U., & Mauno, S. (2008). Work-family conflict in individual’s lives: 

Prevalence, antecedents and outcomes. The individual in the changing 

working life, 126-147 Cambridge University Press: Cambridge, UK.  

 

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 Behaviour, 16, 235-

258. 

 



129 
 

Kirchmeyer, C. (1992). Non Participation and work attitudes: a test of scarcity 

v/s expansion models of personal resources. Human Management, 45, 

775-795. 

 

Lai, K.L., (2011). The Impact of Work–Family Conflict on Chinese 

Employees, Marriage & Family Review, 47, 590-604. 

 

Lambert, E.C., Hogan, N.L., Camp, S.D. & Ventura, L.A. (2006). The impact 

of work-family conflict on correctional staff: A preliminary study. 

Criminology & Criminal Justice:An International Journal, 6, 371-338. 

 

Lapierre, L. M. & Allen, T.D. (2006). Work supportive family, family-

supportive supervison, use of organizational benefits, and problem-

focused coping: Implication for work family conflict and employee well 

being. Journal of Occupational Health Psychology, 11, 169-181. 

 

Lee, R. R. & Ashforth, B. E. (1996). A meta-analytic examination of the 

correlates of the three dimensions of job burnout. Journal of Applied 

Psychology, 81,123-133. 

 

Lisa, M.F. (2014). Supportive work-family environemnts: Implications for 

work family conflict and well being, The International Journal of Human 

Resource Management, 25, 653-672. 

 

Loi, R., Hang-yue, N., & Foley, S. (2006). Linking employees’ justice 

perceptions to organizational commitment and intention to leave: The 

mediating role of perceived organizational support. Journal of 

Occupational and Organizational Psychology, 79, 101-120. 

 

Lu. L., Kao, S.F., Chang, T.T., Wu, H.P & Cooper, C.L. (2008).  W/f demands, 

work flexibility,w/f comflict and their consequences at work. A national 

probability sample in Taiwan international journal of stress 

management, 15, 1-21. 

 



130 
 

Lynch, P., Eisenberger, R. & Armeli, S. (1999). Perceived organizational 

support: Inferior-versus-superior performance by wary employees. 

Journal of Applied Psychology, 84,467-483. 

 

Malhotra, M.K. & Peterson, M. (2006). Basic marketing research, a decision 

making approach upper saddle river, NJ, Pearson/Prentice Hall. 

 

Marcinkus, W.C., Whelan-Berry, K.S. & Gordon, J.R. (2007). The relationship 

of social support to the work-family balance and work outcomes of 

midlife women, Women in Management Review, 22, 86-111. 

 

Marks, S. R. (1977). Multiple role and role strain: some notes on human energy 

time and commitment. America sociological review, 41, 921-936. 

 

Maume, D. J. (2006). Gender differences in taking vacation time. Work and 

Occupations, 33, 161-190. 

 

McDonald, D. J. & Makin, P. J. (2000). The psychological contract, 

organisational commitment and job satisfaction of temporary staff. 

Leadership and Organization Development Journal, 21, 84-91. 

 

Meera, K. (2006). Work-family conflict and sources of support amongst 

Malaysian dual-career employees. Asian Academy of Management, 11, 

83-96. 

 

Meyer, J.P. & Allen, N.J (1984). Testing the site bet theory of organizational 

commitment : some methodological considerations, Journal of Applied 

Psychology, 69, 372-378. 

 

Meyer, J.P. & Allen, N.J. (1987). A longitudinal analysis of the development 

and consequences of organizational commitment among newly hired 

university graduates. Canadian Journal of Behavioural Science, 19, 199-

215. 

 



131 
 

Meyer,P.J. & Allen, J.N. (1991).  A three component of conceptualization of 

organizational commitment. Human Resource Management Review, 1, 

61-89. 

 

Meyer, P.J. & Allen, J.N. (1997). Commitment in the workplace: theory, 

research and application. Thousand Oaks, CA: Sage  

 

Mian, Z. (2010). WFC and individual consenquences. Journal of Managerial 

Psychology, 27, 696-713. 

 

Mohamed, M., (1991) Malaysia: The way forward Kuala Lumpur, Biro 

Tatanegara Jabatan Perdana Menteri Malaysia. 

 

Mohd Najib, A.G. (2003).Reka Bentuk Tinjuan Soal Selidik Pendidikan. 

Skudai, Universiti Teknologi Malaysia. 

 

Mowday, R. T, Porter, L.W. & Steers, R.M. (1979) The measurement of 

organizational commitment. Journal of Vocational Behaviour, 14,  224-

227. 

 

Mowday, R., Steers, R., & Porter, L. (1982). Employee–organization linkages: 

The psychology of commitment, absenteeism, and turnover New York: 

Academic Press. 

 

Muse  L. A. & Pichler S.  (2011).  A comparison of types of support for lower-

skill workers: Evidence for the importance of family supportive 

supervisors. Journal of Vocational Behavior 79,  653-666. 

 

Namasivayam & Zhao. (2007) An investigation of the moderating effects of 

organizational commitment on the relationship between work family 

conflict and job satisfaction among hospitality employee in India. 

Tourism Management, 28, 1212-1223. 

 



132 
 

Netemeyer, R.G., Brashear-Alejandro, T. & Boles, J.S. (2004). A cross-

national model of job related outcomes of work role and family role 

variables: a retail sales context. Journal of the Academy of Marketing 

Science 32, 49-60. 

 

Nooraini, M.N. (2006). Work, Family and Women’s Well-Being Inin 

Malaysia: Striving for a Balance.  Research Centre, International Islamic 

Universiti Malaysia. 

 

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. Equality, Diversity, and Inclusion: An 

International Journal, 23, 36-56. 

 

OECD Statistic Extract, 2007. http://www.stats.oecd.org 

 

O’Reilly C. A., & Caldwell D.F. (1980). Job Choice 1980 the impact of 

intrinstic and extrinstic factors on subsequent satisfaction and 

commitment, Journal of Applied Psychology, 60, 559-565. 

 

O’Reilly, C.A. & Chatman, J. (1986) Organizational commitment and 

psychological attachment: The effects of compliance, identification and 

internalization on pro social behavior. Journal of Applied  Psychology, 

71, 492-499. 

 

O’Reilly, C. (1989). Corporations, culture and commitment: Motivation and 

social control in organization. California Management Review, 31, 9-25. 

 

Orthner, D. K. & Pittman, J. E. (1986) Family contributions to work 

commitment. Journal of Marriage and The Family, 48, 573-581. 

 

Pallant J. (2007). SPSS survival manual, a step by step guide to data analysis 

using SPSS for windows. 3 ed. Sydney: McGraw Hill. 

 



133 
 

Parasuraman. S., Greenhaus. J. H. & Granrose, C. S. (1992). Role stressors, 

social support, and well-being among two-career couples. Journal of 

Organizational Behavior, 13, 339-356. 

 

Parcel, Toby L. & Menaghan, E.G. (1994), Early Parental Work, Family Social 

Capital, and Early Childhood Outcomes, American Journal of Sociology, 

99, 972-1009. 

 

Paré, G., & Tremblay, M. (2007). The influence of high-involvement human 

resources practices, procedural justice, organizational commitment, and 

citizenship behaviors on information technology  professionals’ turnover 

intentions. Group & Organization Management, 32, 326-357. 

 

Pleck, J. H. (1977). The work-family role system. Social Problems, 24, 417-

427. 

 

Pleck, J. H, Staines, G. L. & Lang L. (1980) Conflicts between work and 

family life. In: Monthly Labor Review, 103, 29-32. 

 

Poelmans, S.A.Y., O’Driscoll, M., & Beham, B. (2005). An overview of 

international research on the work-family interface. Work and family: an 

international research perspective. London: Lawrence Erlbaum 

Associates 

 

Porter, L.W., Steers, R.M., Mowday, R.T & Boulian, P.V. (1974). 

Organization commitment, job satisfaction and turnover among 

psychiatric, Journal of Applied Psychology, 59, 603-609. 

 

Rahman M.A.A., Akasah, Z. A. & Zuraidi S.N.F.(2011). Analisis tren semasa 

personel penyelenggaraan bangunan warisan dunia di Malaysia, Journal 

of Surveying, Construction and Property, 2, 29-37. 

 

Rhoades. L. & Eisenberger, R. 2002, Perceived organizational support : A 

review of the literature. Journal of Applied Psychology, 87, 698-714. 



134 
 

 

Rhodes, S. & Steers, R. (1981). Conventional vs. worker owned organizations. 

Human Relations, 34, 1013-1035. 

 

Robbins, S.P. & DeCenzo, D.E. (2004). Fundamental of management essential 

concepts and application, 4
th

 edition, Pearson Prentice Hall. 

 

Roehling, P. V., Roehling, M. V., & Moen, P. (2001). The relationship 

between work-life policies and practices and employee loyalty: A life 

course perspective, Journal of Family and Economic Issues, 21, 141-171. 

 

Roos, E., Lahelma, E. & Rahkonen, O. (2006). Work-family conflicts and 

drinking behaviors among employed women and men. Drug & Alcohol 

Dependence, 83, 49-56. 

 

Rothbard, N. P. & Dumas, T. L. (2006). Research perspectives: managing the 

work-home interface. In F. Jones, R. J. Burke, & M. Westman, Work-

Life Balance, A Psychological Perspective pp. 71-89. Hove: Psychology 

Press. 

 

Roxburgh, S. (1999). Exploring the work and family relationship: Gender 

differences in the influence of parenthood and social support on job 

satisfaction, Journal of Family Issues, 20,771-788. 

 

Rozumah, B. (1999). Relationships among parenting knowledge, quality of 

stimulation in the home and child academic performance. Pertanika 

Journal of Social Sciences and Humanities, 7, 11-19. 

 

Ruderman, M.N., Ohlott, P.J., Panzer, K. & King, S.N. (2002) Benefits of 

multiple roles of managerial women. Academy of Management Journal, 

45, 369-386. 

 



135 
 

Russell, C.J. & Bobko, P. (1992). Moderated regression analysis and Likert 

scales: Too coarse for comfort. Journal of Applied Psychology, 77, 336-

342. 

 

Safidah, A.S., & Rozumah, B. (2001). Perkaitan antara kondisi kerja dengan 

penyesuaian dalam perkahwinan di kalangan wanita profesional. 

Pertanika Journal of Social Sciences and Humanities, 9, 49-59. 

 

Sakamoto, Y. & Spinks, W. (2008). The impact of home-based telework on 

work-family conflict in the childcare stage. The Journal of e-Working, 2, 

144-158. 

 

Salkind, N. (2000). Exploring research (Vol. 4th edition): Prentice Hall. 

 

Samad, S. (2006). Assessing the effects of work and family related factors on 

women well-being. Journal of Am Acad Business, 9, 52-57. 

 

Schieman S., Milkie, M., & Glavin, P. (2009). When Work Interferes with 

Life: The Social Distribution of Work-Nonwork Interference and the 

Influence of Work-Related Demands and Resources. American 

Sociological Review, 74, 966-87. 

 

Seiger, C P. & Wiese, B S. (2009). Social support from work and family 

domains as an antecedent or moderator of work-family conflicts? Journal 

of Vocational Behavior, 75, 26-37. 

 

Sekaran, U. (2003). Research methods for business(4th ed.). Hoboken, NJ: 

John Wiley & Sons.  

 

Sekaran, U. & Bougie, R. (2009). Research method for business: A skill-

building approach, John & Wiley ltd publication. 

 

Seto, M., Kanehisa, M. & Soichiro, M. (2004). Effects of Work-Related 

Factors and Work Family Conflict on Depression among Japanese 



136 
 

Working Women Living with Young Children. Environmental Health 

and Preventive Medicine, 9, 220-227. 

 

Settoon, R., Bennett, N. & Liden, R. (1996). Social exchange in organizations: 

Perceived organizational support, leader-member exchange, and 

employee reciprocity. Journal of Applied Psychology, 81, 219-227. 

 

Shahnawaz, M. G. & Ali, N. (2007). Work-family conflict and organizational 

commitment among dual career women. Psychological Studies, 52, 248-

252. 

 

Sheldon, M.E. (1971) Investments and involvements as mechanisms producing 

commitment to the organization. Administrative Science Quarterly, 16, 

143-150. 

 

Shore, L.M. & Shore, T.H. ( 1995). Perceived organizational support and 

organizational justice. In Cropanzano, R.S. & K.M. Kacmar (Eds.). 

Organizational politics, justice, and support: Managing the social 

climate of the workplace, 149-164. Westport, CT: Quorum. 

 

Sieber, S. D. (1974). Toward a Theory of Role Accumulation. American 

Sociological Review 39 (4) 567-578. 

 

Sinclair, R, Tucker, J., Cullen, J. & Wright, C. (2005). Performance differences 

among four commitment profiles, Journal Applied Psychology, 90,1280-

1287. 

 

Siti Aisyah, P., Siti Khadijah, Z.B., Azizah, R. & Rosman, M.Y. (2012), Work-

family conflict and work-related attitude: The mediating effects of stress 

reactions. International Journal of Social Science and Humanity Studies, 

4, 377-387. 

 



137 
 

Small, S. A. &  Riley, D. (1990). Toward a multidimensional assessment of 

work spill-over into family life. Journal of Marriage and The Family, 52, 

51-61. 

 

Solinger, O. N., Woody van Olffen, & Robert, A. R. (2008). Beyond the three 

component model of organizational commitment. Journal of Applied 

Psychology, 93, 70-83. 

 

Sommers, M. J. (1995). Organizational commitment, turnover, and 

absenteeism: An examination of direct and interaction effects. Journal of 

Organizational Behavior, 16, 49-58. 

 

Sommers, M. J. (2009). The combine influence of affective, continuance and 

normative commitment on employee withdraw. Journal of Vocational 

Behaviour, 74, 75-81. 

 

Stinglhamber, F., de Cremer, D. & Mercken, L. (2006). Perceived support as a 

mediator of the relationship between justice and trust. Group & 

Organization Management, 31, 442-468. 

 

 

Stoddard, M., & Madsen, S. R. (2007). Toward an understanding of the link 

between work-family enrichment and individual health. Unpublished 

manuscript, Institute of Behavioural and Applied Management, Utah 

Valley State College. 

 

Sturges, J. & Guest, D. (2004). Working to live or living to work? Work/life 

balance early in the career. Human Resource Management Resource 

Management Journal, 14, 5-20. 

 

Subramaniam, G. & Selvaratnam, D. P., (2010). Family Friendly Policies in 

Malaysia: Where Are We? Journal of International Business Research, 

9, 1. 

 



138 
 

Suliman, A. & Iles, P. (2000). Is a continuance commitment beneficial to 

organization? Commitment-performance relationship : A new look. 

Journal of managerial psychology, 15, 407-426 

 

Tam, C.L. (2008). Effects of dual-career and marital conflict on the mental 

health of couples. Jurnal e-Bangi, 3, Januari – Disember. 

 

Thomas, L. T. & Ganster, D. C. (1995). Impact of family-supportive work 

variables on work-family conflict and strain: A control perspective. 

Journal of Applied Psychology, 80, 6-15. 

 

Thompson, C.A., Beauvais, L.L. & Lyness, K.S. (1999) When work-family 

benefits are not enough: The influence of work-family culture on benefit 

utilization, organizational attachment, and work-family conflict. Journal 

of Vocational Behavior, 54, 392-415. 

 

Thompson, C.A., Jahn, E.W., Kopelman, R.E. & Prottas, D.J. (2004). 

Perceived organizational family support: a longitudinal and multilevel 

analysis. Journal  Management, 16, 545-565. 

 

Trachtenberg, J.V. (2008). Work-home conflict and domestic violence. 

Dissertation Abstracts International: Section A: Humanities and Social 

Sciences, 68, 3611.  

 

Uma, T. (2007). Job satisfaction among women professionals in Malaysia. 

Unpublished Master Thesis, University of Malaya. 

 

Ungku Norulkamar, U.A., Ebi Sharin, S., Ruzita, S. & Wan Khairulzaman, 

W.I. (2005). Tabiat Organisasi Serta Dimensi Global, Selangor Malaysia 

Prentice Hall. 

 

van Daalen, G., Willemsen, T. M. & Sanders, K. (2006). Reducing work–

family conflict through different sources of social support. Journal of 

Vocational Behavior, 69, 462-476. 



139 
 

 

Vincent, R. & Caroline, A. (2010). Social support at work and affective 

commitment to the organization: The moderating effect of job resource 

adequacy and ambient conditions, The Journal of Social Psychology, 

150, 321-340. 

 

Viswesvaran, C., Sanchez, J. I. & Fisher, J. (1999). The role of social support 

in the process of work stress: A meta analysis. Journal of Vocational 

Behavior, 54, 314-334. 

 

Voydanoff, P. (2002). Linkages between the work–family interface and work, 

family, and individual outcomes. Journal of Family Issues, 23,138-164. 

 

Voydanoff, P. (2005). Toward a Conceptualization of Perceived Work- Family 

Fit and Balance: A Demands and Resources Approach. In Journal of 

Marriage and Family 67, 822-836.  

 

Wadworth, L.L. & Owens, B.P. (2007). The effects of social support on work 

family enhancement and work family conflict in public sector. Public 

Administration Review, 67, 75-86. 

 

Wadsworth, L. L. & Owens, B. P. (2007). The effects of social support on 

work-family enhancement and work-family conflict in the public sector. 

Public Administration Review, 67, 75-87. 

 

Wayne, S. J., Shore, L. M., Bommer, W. H. & Tetrick, L. E. (2002). The role 

of fair treatment and rewards in perceptions of organizational support and 

leader-member exchange. Journal of Applied Psychology, 87, 590-598. 

 

Wayne, J. H., Musisca, N. & Fleeson, W (2004) Considering the role of 

personality in the work-family experience : Relationship of the big five to 

work-family conflict and facilitation. Journal Vocational Behaviour, 64, 

108-130. 

 



140 
 

Wayne, J. H., Randel, A. E. & Stevens, J. (2006). The role of identity and 

work–family support in work–family enrichment and its work-related 

consequences. Journal of Vocational Behaviour, 69, 445-461. 

 

Wendy, C.M., Karen, S.W. & Judith, R.G. (2007). The relationship of social 

support to the work-family balance and work outcomes of midlife 

women, Women in Management Review, 22, 86-111. 

 

Williams, K. & Alliger, G. (1994). Roles stressors, mood spill over, and 

perceptions of work-family conflict in employed parents. Academy of 

Management Journal, 37,837-867. 

 

Winslow, S. (2005). Work-family conflict, gender, and parenthood, 1977-1997. 

Journal of Family Issues, 26, 727-755. 

 

Wright, T. A. & Hobfoll, S. E. (2004). Commitment , psychology well being 

and job performance : An examination of the conservation of resources 

(COR) theory and job burnout. Journal of Business and Management, 9, 

389-406. 

 

Zimmerman, K.L. & Hammer L.B. (2010). Work-family positive spill over 

contemporary Occupational Health Psychology, 272-295 Wiley 

Blackwell. 

 

 

 

 

 


	RozantiAHamidMFM2014ABS
	RozantiAHamidMFM2014TOC
	RozantiAHamidMFM2014CHAP1
	RozantiAHamidMFM2014REF



