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Abstract

Although work-family confl ict studies are available in Malaysia, most 
rely on cross-sectional design and focus on women. This study uses the 
longitudinal design on a heterogeneous sample which is aimed to enhance the 
understanding of the antecedents of work-family confl ict (WFC) and family-
work confl ict (FWC) from work and family demands and resources. The 
respondents were 296 employees in diverse industries from six public and 
private organizations in Kuching, Sarawak. Two surveys were conducted 
over a three-month interval. Structural Equation Modeling via AMOS 7.0 
was used to analyse the data. The study found that the respondents reported 
higher WFC than FWC. Demands from work predicted WFC positively 
while resources from work predicted WFC negatively. None of the demands 
and resources from work and family predicted FWC. The fi ndings implied 
the importance of organizations in infl uencing the work-family balance of 
the employees.

Keywords: Work-family confl ict (WFC), family-work confl ict (FWC), 
demands, resources.

Introduction

The capacity to balance work and family is recognized as one of the 
primary social challenges in this era Halpern (2005) in Grzywacz 
and Carlson (2007). For instance, a recent report in the United States 
indicated that more than 90 per cent of American mothers and 95 per 
cent of American fathers report experiencing work-family confl ict, 
with the majority of them in the middle class (Anonymous, 2010). Lack 
of balance, indicated by high work-family and family-work confl icts 
are related to negative consequences to individuals’ employees and 
organisations. 
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Greenhaus and Beutell (1985) defi ned work-family confl ict (WFC) 
as  ‘a form of inter- role confl ict, in which the demands of work and 
family roles are incompatible in some respect, so that participation 
in one role is more diffi  cult because of participation in the other 
role’(p. 77). Scholars divided WFC into two directions; i.e. work can 
interfere with family responsibilities (work-to-family confl ict – WFC) 
and family can interfere with work responsibilities family-to-work 
confl ict – (FWC) (e.g.; Carslon, 2000; Frone, Russell & Cooper, 1992)

Previous researches have shown that WFC were related to greater 
turnover intentions, greater sickness absences (Hacker & Doolen, 
2003), less job, family, community and life satisfaction (Hassan, 
Dollard & Winefi eld, 2010). In addition, employers’ policies and 
practices in managing work and non-work issues have an infl uence 
on society including children, community, individuals and personal 
and spiritual development (Friedman & Greenhaus, 2000).

Since the research on work-family interface started in the Western 
countries, the literature is dominated with Western perspectives. 
However, culturally, individualist (mostly Western countries) 
and collectivist (mostly Eastern countries) view work and family 
diff erently.  While work is separated from private life in individualist 
society, work and life are integrated in collectivist society (Hofstede, 
1984). To illustrate, life satisfaction of Hong Kong employees is 
infl uenced primarily by WFC, while that of American employees is 
infl uenced primarily by FWC (Aryee, Fields & Luck, 1999). Yang, 
Chen, Choi & Zou (2000) research in the United States and China 
found that family demands had stronger eff ects on WFC for American 
employees while work demand had stronger eff ects on Chinese 
employees.

Most work-family studies relied on cross-sectional design which 
subject to common method variances and bias (Jansen, Kant, 
Kristensen & Nijhuis, 2003). Furthermore, by using this cross-
sectional design, the direction of infl uence/impact could not be 
determined. Moreover, many studies concentrated on women and 
married employees, although it had been demonstrated that men 
and singles are also experiencing WFC (Grant-Vollent & Donald, 
2001). WFC studies in Malaysia are no exception (e.g. Ahmad, 1996; 
Noor, 1999, 2003).  In these Malaysian studies, WFC was measured 
as unidirectional instead of bi-directional (i.e only examine the WFC 
direction and ignore the FWC direction) which did not capture 
the work-family confl ict construct appropriately. Moreover these 
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Malaysian studies concentrated on the outcomes of WFC (eg: job 
satisfaction, family satisfaction, happiness, well-being) and not the 
antecedents or determinants. 

Therefore, this paper aims to examine the longitudinal relationship 
between WFC, FWC and their antecedents; i.e. demands and resources 
from job and family domains. As such the paper contributes to the 
work-family literature by investigating both directions of confl ict on 
a heterogeneous sample using the longitudinal design in an Eastern 
cultural context. This study is based on the conceptual models 
developed by Frone, Russell and Cooper (1992), which emphasize 
the importance of distinguishing the direction of work-family confl ict 
because the role-related antecedents of WFC may reside in the work 
domain, whereas the antecedents of FWC may reside in the family 
domain (Frone, 2003; Kinnunen & Mauno, 2008). It is also important 
to identify the antecedents of confl ict so that HR interventions can 
be designed and implemented to help employees in managing 
the confl ict more eff ectively. Thus, the negative consequences of 
work-family and family-work confl icts on an individual employee, 
workplace and family can be minimized.

Literature Review

Work-Family Confl ict and its Antecedents

WFC occurs when work-related responsibilities interfere with family 
activities. For instance, an employee may have to work long hours 
because of too much work and spend less time with the family;  
miss children sports day due to work and is too tired to help in the 
housework after work.  This study is grounded on Frone’s (2003) view 
that work and family are interrelated domains, that is, one domain will 
infl uence the other. Particularly, this study is based on the resource 
drain model which posits the negative relationship between work 
and family due to limited resources (time, energy, att ention) in one 
domain (minimize the availability of the same resources to be utilized 
in another life domain) (Frone, 2003). The categorization of time, strain 
and behaviour-based WFC and FWC (eg. Carlson, Kacmar & Williams 
2000) is one example that supports the resource drain model. For  
instance, more hours spent at work will make it more diffi  cult for an 
employee to fulfi l his / her responsibilities at home. A lot of research 
shows, with the increase in working hours, employees experience 
higher work demands (Zhang & Liu, 2011) which in the end contribute 
to WFC.
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Antecedents of WFC can be divided into three categories: (a) work 
domain variables; (b) non-work domain variables and (c) individual 
and demographic variables (Byron, 2005). This study only concentrates 
on the fi rst two categories as these factors are easier to change 
than permanent personal factors (Kinnunen & Mauno, 2008; Zhang 
& Lui, 2011). 

With regard to work domain variables, theories and research fi ndings 
from Western countries have consistently demonstrated the link 
between job demands and WFC (Bruck, Allen & Spector, 2002; Byron, 
2005; Frone, Yardley & Markel, 1997). Antecedents of WFC reside in 
the work domain, whereas FWC in the family domain (Byron, 2005; 
Frone, 2003; Kinnunen & Mauno, 2008).  Job demands found to be 
predictors of WFC are work pressure (Grzywacz & Marks, 2000) 
and long hours (Spector et al., 2007). For both the Taiwanese and 
the British, work demands were positively related to WFC, whereas 
family demands were positively related to FWC (Luo, Robin, Shu-fang 
& Mao-Thing 2006). In a similar vein, longitudinal studies at one year 
apart among Dutch male employees demonstrated that psychological 
job demands, physical demands and emotional demands increased 
the risk for future WFC (Jansen, Kant, Kristensen & Nijhuis 2003). 

In addition, researchers have also studied the relationship of some 
work-related factors, such as work demand, work devotion, work-
dedication and WFC (Zhang & Liu, 2011).  Hall and Ritcher (1988) as 
cited in Zhang & Liu (2011) stated that the more an individual devotes 
himself into the work role, the greater the possibility he may bring 
work problems back home, and the bigger the WFC.  In other words, 
high devotion to work is unavoidable to cause individual sacrifi ce of 
family life and to result in WFC (Zhang & Liu, 2011).

On the contrary, job resources (high levels of autonomy and respect, 
meaningful work) showed negative relationship to WFC (Voydanoff , 
2004). Similarly a longitudinal study among Dutch employees 
revealed that supervisors’ and co-workers’ support had protective 
eff ect against future WFC (Jansen et al., 2003).  Based on previous 
evidence (e.g. Bruck, Allen & Spector, 2002; Byron, 2005; Jansen et. al., 
2003; Voydanoff , 2004); we proposed:

H1:  Job demands will be positively related to work-family confl ict, 
whereas job resources will be negatively related to work-family 
confl ict.
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Family-Work Confl ict and Its Antecedents

FWC arise when family tasks and activities hinder work responsibilities.  
Examples of FWC include being absent from work to deal with family 
responsibilities, being occupied with family problems while at work 
and declining to travel because of child-caring activities. 

Contrary to the theoritical expectation, Byron (2005) in her meta-
analytic review of 60 studies found that the corelation between FWC 
and family domain were not more strongly related than their corelation 
with WFC. In other words, corelation between antecedents from 
the family domain and FWC have similar strength as the corelation 
between antecedents from the family domains and WFC. Only a few 
family-related antecedents i.e. hours of non-work activities, family 
stress, number of children and marital status are reported to relate 
more strongly to FWC than to WFC. For instance, levels of FWC 
are higher among those with children than those without children 
(Grzywacs & Marks, 2000); employees with low social support and 
control in the family situation (Demerouti, Guerts & Kompier, 2004). 
In addition, in their longitudinal study, Grandey and Cropanzano 
(1999) demonstrated that having children at home and greater family 
role stress are related to an increase in FWC. Guerts et al. (2005) found 
that relatively high levels of home demands and low levels of home 
support were associated with relatively high levels of negative FWC. 

In contrast, Che Rose, Loo See, Uli and Idris (2006) in their study 
among 475 managers and executives in Selangor, Malaysia, reported 
that having harmonious successful home environments from spousal 
and family support is highly valued, which could lead to less FWC. The 
reason why family demand infl uences WFC is the variety of stresses 
produced as family demand is satisfi ed, such as role overload related 
to family role involvement, role confl ict and role vagueness (Zhang 
& Liu, 2011).  This stress from family level reduces the resources that 
can be used in the work fi eld.  The individual worker, who spends a 
lot of time on the family and takes on more family roles, will feel lack 
of working time and energy.  High-level family demands may require 
individuals to spend more time on family aff airs, which cause the 
related stress to increase and spill over to the work role (Zhang & Liu, 
2011). Based on this evidence, we proposed:

H2:  Family demands will be positively related to FWC, whereas 
family resources will be negatively to related FWC.
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The conceptual model of the study is illustrated in Figure 1.

  Figure 1. Antecedents of WFC & FWC. 

Method

Participants and Procedure

The population of this study is 1,000 employees from six public and 
private sectors from the forestry, manufacturing, telecommunication 
and service industries in Kuching, Sarawak, Malaysia. Simple random 
sampling was used to choose the respondents. The respondents 
were contacted through their human resource managers and were 
asked to complete a voluntary self-administered questionnaire each. 
Included with the questionnaire were an endorsement lett er from 
the Sarawak State Planning Unit, a central body that governs all the 
organizations in the state, and an invitation to participate in the Time 
2 study. The questionnaires were returned in sealed envelopes to the 
researcher through the human resource manager two weeks after 
the distribution. A total of 506 employees responded, representing a 
response rate of 50.6 per cent at Time 1 (started in August 2006) and 
296 responded at Time 2 (started in November 2006) (response rate of 
58.5 per cent –296/506). The fi nal sample did not diff er signifi cantly in 
terms of demographic characteristics at Time 1 and Time 2.

The majority of the respondents were male (56 per cent), non-
executives (77 per cent), had permanent posts (82 per cent), were in the 
age group of 35 to 45 (36 per cent), were married for an average of 15 
years (53 per cent) with 1 to 9 children (80 per cent), and had a working 
spouse (50 per cent). 39 per cent had 11 years of education, with 15per 
cent having  Bachelors degrees. The length of time working in the 
organizations ranged from 1 to 39 years, with a mean of 12.63 years. 
Nearly half (45 per cent) were Malays and 50 per cent were Muslims, 
which refl ect the Malaysian national population composition. 

Job demands Job resources Family demands Family resources

FWCWFC

H1 H2
+ +
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Measures

Work-family Confl ict (WFC)

WFC is defi ned as the negative eff ect of work-related responsibilities 
to family activities, while family-work confl ict is defi ned as the 
negative eff ect of family-related responsibilities to work activities. 
Both WFC and FWC were assessed using the 18 items-WFC scale 
(Carlson, Kacmar & Williams, 2000). Some examples of the items are 
‘I have to miss work activities due to the amount of time I must spend 
on family responsibilities’ and ‘The behaviours that work for me at 
home do not seem to be eff ective at work’. The items are scored on 
a 5-point scale (1 = strongly disagree to 5 = strongly agree). The current 
study found acceptable internal reliability for WFC and FWC, .86 and 
.85 at Time 1 and .83 and .84 at Time 2 respectively.

Job Demands

Job demands are defi ned as challenges faced in order to complete the 
responsibilities at work which include work demands, work overload 
and work involvement. Job demand measures are work demands (5 
items from Voydanoff , 2004), work overload (2 items from Foley, 
Hang Ye & Lui, 2005) and work involvement (4 items from Carlson 
& Perrewe, 1999 and Hyman, Scholarios & Baldry, 2005) are scored 
on a-6 point Likert scale (1 = strongly disagree to 6 = strongly agree). 
Sample items include ‘My work load is too heavy’, ‘I never seem to 
have enough time to get everything done in my job’ and ‘I am very 
much involved in my job role’.  All items are averaged and higher 
scores indicate higher demands (α = .93).

Family Demands

Family demands are defi ned as challenges faced in order to fulfi l 
the family responsibilities. Family demands in this study consist of 
family time commitment and family overload (Peeters, Montgomery, 
Bakker & Schaufeli, 2005). It was assessed on a-5-point scale (1 = never 
to 5 = always). Sample questions are ‘I never seem to have enough time 
to get everything done at home’ and ‘I have to do many things in a 
hurry when I am at home’ (α = .83).

Job Resources

Job resources are defi ned as support received at the workplace to assist 
with task completion. Job resources in this study measure support 
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from supervisors (5 items – Voydanoff , 2005), co-workers, (4 items 
– Voydanoff , 2004), usefulness of WF policies (3 items – Lambert, 
2000) and work autonomy (6 items – Voydanoff , 1988) using a 6-point 
scale (1 = strongly disagree to 6 = strongly agree). Sample items include 
‘My supervisor accommodates me when I have family or personal 
business to take care of’ and ‘My organization work-life balance 
policies make it easier for me to balance my work and personal life’. 
All scores are summed and higher scores indicate higher support at 
work. (α = .84).

Family Resources

Family resources are defi ned as support received from family 
members in order to fulfi l family- related obligations. Family support 
is measured via the Family Support Inventory for Workers (King, 
Matt imore, King & Adams, 1995). The 16 items encompass both 
emotional and instrumental assistance and are scored on a 5-point 
scale (1 = strongly disagree to 5 = strongly agree). Item includes ‘Members 
of my family are interested in my job’ (α = .86).

Analysis

Analytical Strategy

First, we screen the data by deleting outliers (as suggested by Kline, 
2005) by inspecting the frequency distribution of the z scores. Data 
with z scores outside –3 and +3 were deleted.  Only 277 valid cases 
from 296 respondents (matched Time 1 and Time 2 respondents) 
(without outliers) were included in the fi nal analysis.

Secondly, we conducted the confi rmatory factor analysis (CFA), 
followed by correlation and hypotheses testing. CFA and hypotheses 
testing were examined by the structural equation modelling (SEM) 
using AMOS 7.0 through the Maximum Likelihood Estimation 
procedure. 

Thirdly, we examined the measurement model for each latent 
measure. For demands, the two-factor model (demands from work 
and family) with correlations between factors was found to provide a 
reasonable fi t to the data and bett er than a 1-factor model of demands 
(Δ χ2(6) = 1167.62 p < .001). Factor loadings for demand items ranged 
from .51 to .91 and all were signifi cant at .001. 
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For resources, the two- factor model (resources from work and family)  
with correlation between factors was found to provide a reasonable 
fi t to the data and bett er than a 1-factor model of resources (Δ χ2(1) = 
1035.34 p < .001). Factor loadings for resource items ranged from .40 
to .80 and all were signifi cant at .000. 

Results

Using the Pearson Produce Moment Corelation, we found that job 
demands had positive relationship with WFC (r = .20, p < .01) and 
FWC (r = .12, p < .01) at Time 2 while job resources had negative 
relationship with WFC (r = -.19, p < .01) and FWC (r = -.12, p < .05) 
at Time 2. The result demonstrated the cross-domain eff ect of job 
demands and resources and FWC. Family demands and resources 
were not signifi cantly related to WFC and FWC. 

Hypothesis 1 proposed that job demands will be positively related to 
WFC and job resources will be negatively related to WFC. The model 
had a moderate good fi t to the data - χ2(14) = 30.23, p < .000; χ2/df = 
2.15; CFI = 0.97, TLI = 0.97, RMSEA = 0.06) (see Figure 2). As predicted, 
job demands are positively related to WFC (β = .18, p < .01) and job 
resources are negatively related to WFC (β = -.16, p < .01).  The result 
fully supported Hypothesis 1.

Consistent with the correlation result, Hypothesis 2 which predicted the 
positive relationship between family demands and FWC and the negative 
relationship between family resources and FWC were not supported.

Figure 2. Structural model for demands and resources and confl ict 
(longitudinal data).
Note. ** p < .01; non-sig paths are not shown.

Job
demands

Family WFC T1
.05

WFC T2

.18**

demands

.17**
.01

Job FWC T1FWC T2
Chi Square = 30.23

CMin/df = 2.15
GFI = .97

resources

Family

FWC T1FWC T2

CFI =.97
TLI = .94
RMSEA = .06

resources
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Discussion and Implications

Although several Malaysian researchers have  studied work-family 
confl ict (e.g. Ahmad Zainal Abidin et al., 2010; Ahmad, 1996; Noor, 
1999, 2006), the present study is one of the fi rst to provide empirical 
evidence using longitudinal data (3 months apart) on a heteregenous 
sample. The goal of this study was to determine the causes of WFC 
and FWC from work and family demands and resources, and by the 
using longitudinal design, we were able to determine the direction of 
the relationship between the antecedents and WFC and FWC.

Consistent with the resource-drain perspective, we found that 
job demands were positively related to  WFC over time, while job 
resources were negatively related to  WFC over time.  

Our fi nding provides support for the  universality of relationship 
between job demands and WFC, as presented in previous researches. 
In this study we found that job demands (work demands, work 
overload and work involvement) cause more WFC. This is 
expected because high job demands require more time, energy and 
commitment at work, particularly for employees with high levels of 
work involvement.  Thus high job demands contribute to time and 
strain-based WFC because it is diffi  cult for an employee to prevent 
stress and pressure from the workplace into the family domain.

Job resources (support from supervisors, co-workers, family-friendly 
policies and job autonomy) were negatively related to WFC. In other 
words, job resources could act as buff ers to work-family confl ict; 
similar to previous fi ndings (e.g: Dinger, Thatcher & Stepina, 2010; 
Eng, Moore, Grunberg, Greenberg, & Sikora, 2010). Having supportive 
supervisors and co-workers improve the employee’s ability to 
respond eff ectively to multiple role demands and thereby decrease 
their perception of WFC. The fi nding emphasis the importance of 
organisation in creating a culture that is supportive to the family. 
By practicing family supportive culture in the organisation, support 
from supervisors and co-workers can be sought easily, which will 
lessen the experience of WFC.

In allocating work to employees, some autonomy should be granted 
as it will neutralize the high job demands and overload. By having 
some autonomy and fl exibility such as  how to carry out the job, who 
to work with and where to do the job, employees gain sense of control 
which increase their capacity to fulfi l the demands, with minumum 
interuption to their family, thus lowering their perception of WFC.
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It is interesting to note that in this study, demands from the family 
domain did not predict FWC; contrasting other previous fi ndings (eg: 
Demerouti et al., 2004; Guerts et al., 2005). One possible explanation is 
the Malaysian collectivist society; work and family domains are more 
integrated and permeable than the Western individualist society 
(refer Aycan, 2008; Hofstede, 1994). In individualist cultures people 
prefer to act as individuals, whereas in collectivist culture they act 
as members of an in-group (e.g. extended family).  In individualist 
culture, the individual is expected to look after himself/herself, and 
relationships with parents or siblings may not last a lifetime. In 
contrast, in collectivist culture, the extended family forms a strong 
cohesive tie that protects the individual for a lifetime in exchange 
for loyalty and sharing of resources (e.g. income, house) (Hofstede & 
Hofstede, 2005). Spending more time and energy in family activities 
is not perceived as a burden because the family is the most important 
in-group for the collectivist society (Hofstede & Hofstede, 2005). 
Therefore, family demands were not perceived as pressure that 
would interfere with work responsibilities. 

Family resources did not signifi cantly predict FWC as reported in 
previous Eastern studies (eg: Aryee, Srinivas & Tan, 2005). A possible 
explanation could be that although family support was available, it 
was not eff ective enough to combat FWC.  This is because receiving 
support from the family comes at a cost; such as it can threaten an 
employee ‘s  competence, become dependent on family members or 
become obliged to repay the support. 

Limitation and Future Research

Although we utilized a longitudinal design, only work-family and 
family-work confl ict variables are measured at both times. Future 
research could measure all variables (demands and resources as well 
confl ict) at both times so that a stronger conclusion could be derived.

Future research could investigate the positive side of the work-family 
interaction –that is, work-family enrichment, facilitation, as recent 
studies demonstrated the benefi ts of the work-family interactions 
(eg. Voydanoff , 2004). This positive outcome of work and family 
interaction, is important to be highlighted so that organizations could 
create interventions to increase the positive sides of this work and 
family interface. Work-family enrichment is also in line with the 
positive psychology movement which is gett ing researchers’ att ention 
in this decade (Seligman & Csikszentmihalyi, 2000). 
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In addition, as the life domain encompasses other domains besides 
the family; future studies could examine the infl uence of other 
domains such as community, leisure and personal time in work-life 
interface; so a more holistic understanding of work and non-work 
could be obtained.

Conclusion

In conclusion, Malaysian employees in this study reported higher 
WFC than FWC.  Job demands contribute to more WFC while job 
resources decrease WFC. The study however, did not fi nd any 
signifi cant predictors of FWC from the work and family demands 
and resources invesigated.

Therefore it is important for organisations to provide more job 
resources to employees in order to minimize the employees’  
experience of  WFC.  Job resources could be off ered through family-
friendly policies and culture; supportive supervisors and co-workers 
as well as bett er job designs.  Most importantly, the idea of having a 
balance between work and family should be promoted to all employees.
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