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Abstract
Work–family conflict is a type of inter-role conflict that occurs as a result of incompatible role pressures from
the work and family domains. Work role characteristics that are associated with work demands refer to
pressure arising from excessive workload and time pressures. The purpose of this research is to identify the
factors that contribute to the work-family conflict. There are three factors that researchers focus which are
role overload, management support and also gender role orientation. The results of the study implied that
work-family conflict as an important concern for individuals and organizations because of its negative
consequences leading to reduced job performance as well as family satisfaction and hence reduced life
satisfaction.
Keywords: Work-Family Conflict, Role Overload, Management Support, Gender Role Orientation

INTRODUCTION
As stated by the Greenhaus and Beutell (1985), work-family conflict is defined as “a form of inter-role conflict
in which the role pressures from the work and family domains are mutually incompatible in some respect.
Simply knowing that work–family conflict has a negative relationship with well-being does not enlighten one
much, because the links among work, family and well-being are complex. As we know, employees today are
more likely than ever concerned with how to balance their work and family lives. Competing demands, which
arise between work and personal roles, often result in conflict for employees. There is a growing body of
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research that reveals that work-family conflict is more prevalent than family-work conflict (Warner, 2005).
Therefore, it is critical for employers to become aware of practices that can be implemented in order to
reduce employees’ work-family conflicts. The work of Decker and Borgen (1993) and Parasuraman, Zeithaml
and Berry (1993) proclaimed the view that work-family conflict is closely associated with overall life stress.
Meanwhile, Gornick and Meyers (2003) stated that work-family conflict has a potentially detrimental impact
on personal effectiveness, marital relations, child–parent relationships and even child development.
For some time, work-family conflict has been shown to be negatively related to employee work outcomes
such as absenteeism and turnover (Bowen, 1978; Galinsky & Stein, 1990). As early as 1981, Orpen reported
that flexitime was related positively to job satisfaction. These findings were supported by other studies.
Rothausen (1994), for example, reported work schedule flexibility to be negatively related to intention to quit
(Aryee, Luk, Leung, & Lo, 1998), while Scandura and Lankau (1997) found that flexible work hour is related
to higher organizational commitment.
Therefore, taking these cultural realities into account, this research adopted from Aminah Ahmad (2008), job,
family and individual factors as predictors of work-family conflict. While this research examines on the factors
that contribute to the work-family conflict, the focus will be on what can be realistically expected.

BACKGROUND OF COMPANY
If any thought could be burnt into the minds of every patriotic Malaysian, it should be this one, by a great
Asian leader. And if there could be an event that sparked the transformation of the Malaysian economy, it
would undoubtedly be the day Permodalan Nasional Berhad (PNB) was created. Incorporated on March 17,
1978, PNB was conceived as a pivotal instrument of the Government’s New Economy Policy (NEP) to
promote share ownership in the corporate sector among the Bumiputera, and develop opportunities for
suitable Bumiputera professional to participate in the creation and management of wealth.
Prior to the establishment of PNB, efforts to increase Bumiputera ownership in the corporate sector were not
sufficient as shares allocated to individuals were seldom retained. Research indicated that when Bumiputera
shareholders sold their shares, the profit generated were consumed and not reinvested. Through PNB,
substantial shares acquired in major Malaysian corporations from funds provided by Yayasan Pelaburan
Bumiputera or Bumiputera Investment Foundation were transferred to a trust fund and sold to the
Bumiputera in the form of smaller unit.
By employing the innovative investment model, PNB ensures that these shares are retained, resulting in the
cultivation of widespread savings habit, and development of entrepreneurship and investment skills of
Bumiputera. With fund under management, it sum up to about RM150 billion, the PNB Group is the country's
leading investment institution with a diversified portfolio of interests that include unit trusts, institution
property trust, property management and asset management.
Changes in the workplace and demography of employees had made the of relationship between work and
family more important. Empirical evidence also confirms that work-family conflict is often a severe stress
factor at work leading to various negative outcomes, including impaired well-being (Karatepe & Tekinkus,
2006). Acknowledging the prevalence of work family conflict and its negative outcomes, therefore, it is critical
to develop a model on predictors of work-family conflict. This study explores the constraints and difficulties
faced by PNB staffs that are pursuing their responsibility from the work and family. As stated by Pn. Norleala
Bt Bahari, that “I got a lot of work to do. It is not only my routine job, but I also need to do m y boss job when
she is away” and En. Hussain said that “I can do my job efficiently if my boss explains well how to
accomplish the task that had given to me”, and other grievances such as not getting enough support from
their supervisor or management had become the main conversation among them.
PNB is one of distinguished company in Malaysia and it is interesting to note that if the organization can
discover the crisis faced by their employee such as the factors that contribute to the work-family conflict and
at the same time come out with possible solution, hence their employees can perform their job well.
Therefore, there is a need for PNB to investigate further into these variables by means of a well-designed
survey.

RESEARCH QUESTIONS
Are there any impact between the factors of role overload, management support, gender role orientation
towards work-family conflict?

HYPOTHESIS
Having hypothesis is to test whether the relationships that have been theorized which in fact hold true and
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the researcher is able to obtain reliable information on what kinds of relationships exist among the variables
operating in the problem situation. The null hypothesis (H 0) is expressed as no relationship between the
variables, meanwhile alternative hypothesis (H1) expressing a relationship between the variables.
Hypothesis 1
There is no significant impact between the factors of role overload, management support, gender
role orientation towards work-family conflict

THEORETICAL FRAMEWORK
In this section, a theoretical framework for the factors that contribute to the work-family conflict among
employees in PNB was developed based on the objectives and previous literature survey. This research will
provide further insight as to what extend can the three independent variables influence in the work-family
conflict among the employees.
Figure 1: Theoretical Framework

Sources: Adapted from Aminah Ahmad. Job, Family and Individual Factors as
Predictors of Work-Family Conflict (2008)
The theoretical framework including the study variables is presented in Figure 1. It is expected that factors of
role overload, management support and gender role orientation are associated with work-family conflict.
Outcomes of work-family conflict include lower quality of work life and family life (Duxbury & Higgins, 1991),
depression (Gutek, Searle, & Klepa, 1991). For the organization, the problems often associated with workfamily conflict are absenteeism, tardiness, demoralization, and lower productivity in general (Ernst Kossek &
Ozeki, 1998; Thomas, 1995). From this review, we can understand what if the staffs of PNB encounter the
same issues in their workplace.

LITERATURE REVIEW
Work Family Conflict
Work-family conflict is a type of inter-role conflict in which the role demands stemming from one domain
(work or family) which is incompatible with role demands stemming from another domain (family or work)
(Greenhaus & Beutell, 1985; Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964). Work-family conflict is often
the result of having too many things to do and too little time in which to accomplish them (Greenhaus &
Beutell, 1985; Voydanoff, 2002) since work schedules tend to be less flexible than personal schedules
(Eagle, Miles, & Icenogle, 1997). The assumption that work and family are separate spheres and in
competition for resources such as time and attention continues to be dominant in our society (Barnett,1998).
People should know that work-family conflict (WFC) addresses the impact which can ruin the family. Familywork conflict (FWC) addresses the impact of the family on the work activities of the family member.
The problem of work–family conflict (WFC) has been studied extensively in the literature, which is dominated
by research conducted mainly on white-collar managerial and non-managerial employees working in private
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sector organizations (Eby, Casper, Lockwood, Bordeaux, & Brinley, 2002). The majority of research on
work–family conflict has been conducted in Western industrialized societies, but there is an increasing
recognition of the role of culture in work–family conflict (Aryee et al., 1999; Aycan, 2008). WFC is related to
negative psychological and organizational outcomes, such as increase in depressive symptoms, increase in
the use of alcohol and substance abuse, decrease in life satisfaction, job satisfaction and marital satisfaction,
and increase in the tendency to quit the job (Eby et al., 2002). However, not everyone with heavy work
demands experiences WFC to the same extent. Similarly, those experiencing work-family conflict are not
guaranteed to suffer from lower life and job satisfaction.

METHODOLOGY
The study is to elicit information on the factors that contribute to the work family conflict to the employee of
PNB. The study is purely a descriptive study where variables in this study had already occurred and are not
subject to manipulations. Role overload, management support and gender role orientation are the
independent variables while work-family conflict is the dependent variable. The goal of a descriptive study is
to offer to the researcher a profile or to describe relevant aspects of the phenomena of interest from an
individual and also the company itself (Sekaran, 2003). Descriptive study that present data in a meaningful
form thus help to understand the characteristics of a group in a given situation, think systematically about
aspects in a given situation, offers ideas for further probe and research and also help make certain simple
decision. Whereas qualitative data obtained by distributing questionnaires to the staff of PNB may help the
understanding of phenomena at the exploratory stages of a study, quantitative data in terms of the
frequencies, or mean and standard deviation, become necessary for descriptive study.

Types Of Study
The researcher used causal versus correlation study to establish a definitive cause and effect relationship
(Sekaran, 2003). The researcher is keen on conducted a causal study which able to state that independent
variables which are role overload, management support and gender role orientation causes the work-family
conflict.

Population
Population (n) refers to the entire group of people, events, or things of interest that the researcher wishes to
investigate (Sekaran, 2003). In this research, the participants in this study was drawn from the staffs at PNB,
Kuala Lumpur and there are different staff grade level from clerk to the executive level. Permodalan Nasional
Berhad (PNB) has 340 employees and it is consist of 57 departments and out of 9 departments was
randomly selected for the study. Meanwhile, sample can be defined as a subset of the population. A
convenience sample for this research is 180 employees.

Sampling Method
There are two types of sampling design which is probability and non-probability sampling. In probability
sampling, the elements in the population have some known chance or probability of being selected as
sample subjects. Meanwhile, non-probability sampling the elements to do not have a known or
predetermined chance of being selected as subjects (Sekaran 2003) Probability sampling means the
elements in the population have some known chance or probability of being selected as sample subject
(Sekaran, 2003). In this research, the researcher will use simple random sampling (SRS) or unrestricted
because every element in the population has an equal chance of being selected as subject. The advantages
of using simple random sampling are it has least bias and offers the most generalizability.

RESULT
This section explained about the analysis that was done by the researcher with several tests and analysis.
The process of analysis begins after the data had been collected. The objectives of data analysis are to test
the goodness of data and the hypothesis developed for the research. During this stage, several interrelated
procedures were performed to summarize and rearrange the data. The result had been analyzed by using
two methods, which are qualitative method which used descriptive explanation and quantitative method
which is more on statistical explanation by using correlation analysis and regression analysis test.
Correlation between the factors of role overload, management support, gender role orientation and
work-family conflict
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Table 1: Pearson Correlation between the factors of role overload, management support, gender role
orientation and work-family conflict. (N = 180)
There is no significant
relationship with workfamily conflict

Pearson
Correlation (r)

Significant Value

Result

.049

.510

Accepted

Management Support

-.368**

.000

Rejected

Gender Role Orientation

-.368**

.000

Rejected

Role Overload

Note: *p < .05, **p < .01, ***p < .001, 2-tailed
Table 1 indicates the Pearson correlation analysis which were measured between the factor of role overload,
management support, gender role orientation and work-family conflict. Finding shown that there was a
positive not significant relationship between role overload factor and work-family conflict (r = .049, p > .05).
However, there was a negative significant relationship between management support factor and work-family
conflict (r = -.368, p < .01). This implied that the higher the management support, the lower the work-family
conflict experienced by the respondents. In addition, there was also a negative significant relationship
between gender role orientation factor and work-family conflict (r = -.368, p < .01). The findings implied that
the stronger the gender role orientation, the lower the work-family conflict experienced by the respondents.
Table 2: Coefficient
Modal

1

2

Unstandardized
Coefficient

Standardized
Coefficient

T

Sig.

8.814

.000

B

Std. Error

Beta

(Constant)

3.980

.452

Role Overload

.124

.099

.088

1.255

.211

Gender Role Orientation

-.418

.077

-.368

-5.397

.000

(Constant)

4.394

.308

14.253

.000

Gender Role Orientation

-.408

.077

-5.288

.000

-.368

From the above table, it shows that the most influential factors that contribute to the work-family conflict
which is the dependent variable in this research. Based on the Beta under standardized coefficient, it shows
the highest number in the beta is -.368 for gender role orientation, which is significant at the .000 level. So, it
means that, gender role orientation is the most influential factor that contributes to the work-family conflict of
the PNB staff.

CONCLUSION AND RECOMMENDATION
Conclusion
As a conclusion, the researcher found that there are many factors that contribute to the work-family conflict
and the researcher also had achieved the entire objective stated. The researcher also had identified four
objectives that to be achieved. First objective is to identify the most influential factors that contribute to the
work-family conflict to the PNB personel. The second objective is to identify the significant correlation
between role overload and work-family conflict. Third is to identify the significant correlation between
management support and work-family conflict and lastly to identify the significant correlation between gender
role orientation and work-family conflict among employees at PNB.
First objective stated that to identify the most influential factors that contribute to the work-family conflict, it
indicates that the most influential factor that contributes to the work-family conflict at PNB is gender role
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orientation. Second objective is to identify the significant correlation between role overload and work-family
conflict also attained. It shows in the table 1, where it indicates there is no significant correlation relationship
between roles overload and work family conflict among employees at PNB (r = .049). Therefore, there is no
significant relationship between the variables.
Third objective is to identify the significant correlation relationship between management support and workfamily conflict also completed. It shows in the table 1, where it indicates there is a significant correlation
between management support and work-family conflict among employees at PNB (r = -.368). It means that, if
management supports increase, the work-family conflict will decrease and vice versa. Based on the rules of
thumbs for correlation relationship, it shows moderate negative relationship.
Last objective is to identify the significant correlation relationship between gender role orientation and workfamily conflict also accomplished. It shows in the table 1, where it indicates there is a significant correlation
relationship between gender role orientation and work-family conflict among employees at PNB (r = -.368). It
also means when conflict in gender role orientation increase, work-family conflict will decrease or vice versa.
Based on the rules of thumbs for correlation relationship, it shows moderate negative relationship.
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