American Journal of Applied Sciences 8 (11): 110748, 2011
ISSN 1546-9239
© 2011 Science Publications

Impact of Dispositional Factorsand Work-Family Conflict on
Job Satisfaction among Single Mother Employees

Aminah Ahmad and Noryati Ngah
Department of Professional Development and Comim&ducation,
Faculty of Educational Studies, University Putraldyaia,
43400 UPM Serdang, Selangor, Malaysia

Abstract: Problem statement: Few studies have tested the indirect effects spahitional factors
including perfectionism and locus of control on jehtisfaction through work-family conflict.
Approach: This study examined the indirect effects of pdifeésm and locus of control on job
satisfaction through work-family conflict. The salmponsisted of 159 single mother employees. Data
were gathered using self-administered questionfaliee data were analyzed using structural equation
modeling procedure to determine if the hypothesimediel fit the dataResults: The results showed
that perfectionism and locus of control were sigaifitly related to work-family conflict and that
work-family conflict in turn was related to job &daction. The results support the indirect path
between locus of control and job satisfaction tigftowork-family conflict. The indirect path between
maladaptive perfectionism and job satisfaction uigio work-family conflict was also supported.
Conclusion: This study establishes the presence of indirdettf of maladaptive perfectionism and
internal locus of control on job satisfaction thgbuwork-family conflict and verifies that maladagti
perfectionism and internal locus of control carules work-family conflict which can consequently
lead to a reduction in job satisfaction.

Key words: Perfectionism, locus of control, work-family canf| job satisfaction

INTRODUCTION work and family roles seem especially important.
However, studies among female employees tend to
In Malaysia, women'’s participation in the labor exclude single mother employees since includingnthe
force rose steadily from 44.7% in 1995-46.4% in 200 could be less manageable as compared to larger
Department of Statistics, Malaysia, 2009. An impott  categories of married women, never-married women, o
feature of this change is the increase in the @pdiion  wives of employed men.
of married women and single mothers in employment.  Previous research findings have shown that one of
Slightly more than half (59.4%) of the total women the negative outcomes of work-family conflict isbjo
employed in 2009 were married and the labor forcelissatisfaction (Howardet al., 2004; Gordonet al.,
participation rate of single mothers in Malaysiaswa 2007; Hill et al., 2004).Job satisfaction is one of the
7.4% in 200ompared with 6.6% in 2005 Department most widely studied variables in organizationabesh
of Statistics, Malaysia, 2009. Unlike men, womemdte because of its well-established impact on many job
to spend more time in childcare and they perceivesdutcomes, including job performance, job stress,
themselves as responsible for childcare activisés emotional exhaustion, life stress and turnovernitbe
home besides their responsibilities at the worlglac (Ahmadi and Alireza, 2007; Yahaw al., 2009; Chen
(Bergmanet al., 2008). With multiple roles, there is a et al., 2011; Rehman, 2011). However, to date there is
greater likelihood that the female employees wouldvery limited research on the indirect effects of
experience conflict between work and family roles a dispositional factors including perfectionism andus
shown in studies conducted in Malaysia (Ahmad andf control on job satisfaction via work-family cdicf.
Omar, 2008; 2010). As employment among singlewith regard to work-family conflict in terms of its
mothers appears to be a vital source of economiaentecedents and outcomes, a number of previous
security, studies which examine the interface betwe research on this topic were mainly based on samples
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derived from the developed Western countries andjood-natured tend to experience less time-base#-wor
research on samples from developing countries haviamily conflict. Individuals who have a tendency to
been underrepresented. In addition, most of theareB  plan and be organized experience fewer occurresices
has been conducted among dual career couples withfamily interference with work conflict and vice ser.
lack of focus on single mother employees. HenceBruck and Allen (2003) also found a positive
investigating dispositional factors on work-family relationship between negative affectivity and skrai
conflict and the effect of this conflict on job ooice, based work-family conflict.
such as job satisfaction, of single mother emplsyee Research on personality factors does provide an
using samples from developing countries becomesnderstanding of how employees with different $rait
inevitable. respond differentially to conflict between work dathily
Meta-analytic evidence suggests that work-familyroles. However, consideration of personality facteuch
conflict has a significant negative effect on job as affectivity and conscientiousness are stilhatinitial
satisfaction and this effect is more pronounced forstage of investigation. As noted by Mitchelson @00
female employees (Kossek and Ozeki, 1998). Thusknowing how work-family conflict differs by thesegeral
taking into account the prevalence of work-family personality factors provides initial evidence neaeg to
conflict and its effect on job satisfaction, thésex need identify more specific personality traits such as
to reconsider the factors that might help eitheohee  perfectionism that may play a larger role in howrkwo
work-family conflict or, enhance job satisfactiom@ng  family conflict is perceived and reconciled.
single mother employees. The factors considerehisn Of the few research conducted on the relationship
present study were perfectionism and locus of obntr  between perfectionism and work-family conflict,
Perfectionism consists of two independentBeauregard (2006) found a significant positive
dimensions --positive and negative dimensions, mame relationship between maladaptive perfectionism and
adaptive and maladaptive perfectionism (Slaeesl.,  work-family conflict. Similar findings were repodedy
2001; Stumpf and Parker, 2000). This present studilitchelson (2009) whose findings indicate that thos
focuses on maladaptive perfectionism. Maladaptivenith maladaptive perfectionism tend to have higher
perfectionism is characterized by high personaktrain and time-based family interference with warki
standards and order and a perceived large disargpanhigher behaviour-based work interference with fgimil
between high standards and perceived performancgompared with adaptive perfectionists.
(Slaneyet al., 2001). Another dispositional factor that bears relatiopsh
Although there is a growing number of resesarchwith work-family conflict and job satisfaction isdus
on work-family conflict and the theoretical of control. Locus of control is a stable persoyafitit
development of the interface of work and familyegl  which reflects beliefs concerning the degree tocwhi
less emphasis has been given to the role of dispoai  an individual has control over various aspectsheirt
factors including personality as antecedents ofkwor lives and more specifically, it refers to an indival's
family conflict (Eby et al., 2005). The few studies perception of the locus of events as determined
conducted on dispositional studies include those bynternally by his/her own behavior versus fate kjuar
Bruck and Allen (2003) and Wayret al. (2004) who external circumstances (Rotter, 1966).
found that neuroticism was positively related tahbo Several studies have examined the direct effect of
family interference with work and work interference locus of control on work-family conflict. Noor (220
with family. Bruck and Allen (2003) found that 2006) found that a greater intensity of work-family
neuroticism was positively related to strain-aneti ~ conflict was experienced by individuals with an
based forms of work-family conflict which impliesat  external locus of control whereby these individuals
those  with increasing  tendencies  towardsattribute the causes of events in their lives tctdiss
maladjustment and emotional instability are alsoother than themselves. Similarly Andreassi and
experiencing greater work-family conflict. In their Thompson (2007) andoryati et al. (2009) found that
study, agreeableness was negatively related to- timénternal locus of control was negatively relatedviark-
based work- to- family conflict and conscientioussie family conflict.
with family-to-work conflict. Wayneet al. (2004) Studies have shown that work-family conflict
found that both the personality traits of agreemadds could directly decrease employees’ job satisfaction
and conscientiousness had the tendency to redude wo(Karatepe and Uludag, 2007; Namasivayam and Zhao,
interference with family and conscientiousness the2007; Yildirim and Aycan, 2008; Lapieret al., 2008;
tendency to reduce family interference with work.Lu et al., 2008). Employees experiencing work-family
These results indicate that those who are helpfdl a conflict, involving incompatible demands from work
1108
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and family domains, would blame their organizationsH2: There is a significant negative relationshipazen
for depleting the time and energy they need for internal locus of control and work-family conflict.
performing family roles and thus be less satisfigth H3: There is a significant negative relationshipazen

their jobs. work-family conflict and job satisfaction
H4: Perfectionism has an indirect effect on job
Research mode: The model in this study was satisfaction through work-family conflict

developed based on the Conservation of Resourcd®®: Internal locus of control has an indirect effea

(COR) theory (Hobfoll, 1989) besides the work of job satisfaction through work-family conflict
previous researchers. The COR theory proposes that
individuals seek to acquire and maintain resoutoes
reduce stress. Personal characteristics like iatéonus

MATERIALSAND METHODS

. . Sample and procedure: The sample of this present
of control are resources which buffer one agaitrsss. study consisted of single mothers working in Klang
Loss of these resources, or the threat of suchss, Io_ Valley, Malaysia. Single mother employees who meet
may cause the experience of stress and work-famile fo)10wing criteria were identified: (a) marrietb)
conflict is a form of stress. This conflict cquhd fiurn working full-time and (c) has at least one childystg
lead to strain because resources are lost in H€ePs 5t home. These criteria were established to ertbate
of juggling lead to strain because resources &BEilD  the women in the sample had quite similar
the process of juggling both work and family roléke  responsibilities in terms of family and work rol&ata
loss of these resources results in job dissatisfact were collected from a sample of 159 single mother
Similarly, the absence of a positive aspect ofemployees using self-administered questionnaires
perfectionism may also lead to work-family conflict through the drop and collect method. The questinana
Based on the COR theory (Hobfoll, 1988he could was administered in the Malay language. Before its
argue that changes in the level of maladaptiveadministration, the questionnaire was translatetd in
perfectionism could lead to changes in the levdls oMalay and was validated by back-translation to emsu
work-family conflict as well as the levels of job that both versions were equivalent. To check farity,
satisfaction. Also, changes in the level of locus o understanding and suitability of the items in the
control could lead to changes in the levels of work Malaysian context a pilot test of the questionnavees
family conflict as well as the levels of job satisfion. conducted. Modifications to the original items were

Based on the COR theory and previous researcWade based on the feedback provided by 15 employed

findings discussed earlier, we develop and test gnothers during the pilot test.

research model that investigates the indirect &ffe€ M easur ement perfectionism: Maladaptive

perfectionism and locus of control on job satiStatt e rfectionism was assessed using the discreparisy su
through work-family conflict (Fig. 1). In this stydve  gimension scale consisting of 12 items from the @
tested the following hypotheses: Perfect Scale -Revised (APS-R) by Slaeesl. (2001).
This scale assessed the extent to which individuals
H1: There is a significant positive relationshigvaeen ~ perceived large discrepancy between their personal

maladaptive  perfectionism and  work-family standards and their performance. Examples of items
conflict are: “I am never satisfied even when | know | have

done my best” and “My performance rarely measures
up to my standards”. Items with factor loadingssles
than 0.50 were deleted.

Perfectionism

Locus of control: The Spheres of Control scale
developed by Paulhus (1983) was used to measure
locus of control. This study is limited to measgrin
employees’ personal efficacy and uses seven items
depicting internal locus of control. Examples anits
are: “l usually do not set goals because | havard h
time following through them” and “I can learn almos
Fig. 1: Research model anything if 1 set my mind to it". Items with factor
loadings less than 0.50 were deleted.
1109
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Work-family conflict: Eight items from Pleclet al. fit between the target model and the independence

(1980) were used to measure work-family conflict. model (TLI, CFl). A RMSEA coefficient of .08 is

Sample items included “My work takes up time thatnormally taken as indicative of satisfactory modiel

I'd like to spend with my family” and “After workl,  and one of .05 as showing very good fit (SteigegQ.

come home too tired to do some of the things IFor the GFI, TLI and CFI, coefficients of .90 but

would like to do”. Items with factor loadings less preferably higher are normally taken as indicatbfe

than 0.5 were deleted. model fit (Byrne, 2009). Meanwhile, for PGFI,
parsimony fit indices within the region of .50 dyowe

Job satisfaction: Three items from Hackman and suggests a good model fit (Mulagkal., 1989).

Oldhman (1975) and two by Clark (2001) were used to

measure job satisfaction. Sample items includednil RESULTS

generally satisfied with the kind of work | do ihig

job” and “I frequently think of quitting this jobltems The respondents’ age ranged from 31 to 45 years
with factor loadings less than 0.5 were deleted. (M = 37.13, SD = 6.07) with 62.3% aged 36-45. They

had an average of about 9 years of working expegien

Analysis of hypothesized model: A structural equation (M = 9.41, SD = 6.41). About 60% of the respondents
modeling analysis was used to estimate the dinedt a had only one to two children and on the average, th
indirect effects of perfectionism and locus of cohbn  respondents had 2-3 children (M = 2.48, SD = 1.34).
job satisfaction of single mother employees. The  Table 1 shows the means, standard deviations and
hypothesized model was tested with AMOS 16 usingeliabilities of the variables and the correlation
maximum likelihood estimation. The structural coefficients between these variables. The bivariate
equation modeling analysis was conducted usingoa tw correlation analyses produce correlation coeffisig¢hat
phase approach, i.e., measurement model analydis aare significant for the relationships between matdicde
structural model analysis (Hair, 2006; Kline, 2005;perfectionism and locus of control and work-family
Byrne, 2009). conflict, locus of control and job satisfaction andrk-

In the first phase, a confirmatory factor analysisfamily conflict and job satisfaction.
was performed to measure the adequacy of the The overall fit indices for the CFA model were
measurement model. During this phase, the overalicceptable (Table 2), witff/df =1.84, RMSEA = 0.07,
model fit, the reliability and validity of the CFl=0.91, GFI = 0.86, TLI = 0.90. All the fit iicks
measurement model was assessed. The reliability wagr the initial CFA model indicated an acceptabitetd
measured using Cronbach’s alpha reliability co&fit  the data (Schumarker and Lomax, 2010; Kline, 2005).
to determine the internal consistency of the latent  oyr proposed structural model yielded good fit to
constructs. Hair, (2006) suggested 0.7 as the mimm the data, with a chi-square (213.90, p<0.001) gretes
acceptable Cronbach’s alpha value. The reliatslioé  of freedom (115) ratio of 1.86 (Table 3). A Tucker-
the variables also indicate the convergent vadigiof | ewis Index (TLI) value of .90 is at the minimally
the variables (Hair, 2006). acceptable value of .90 (Klinet al., 2005). The root-

In the second phase, the structural model analysi;ean-square error of approximation (RMSEA) value of
was performed to investigate the structural refeiop .07 is within the acceptable range from 0.00-{198,
among the latent constructs (Kline, 2005). Goodness2006) which suggests that the fit of the model is
of-model fit in both the phases was judged usingadequate. Fig. 2 presents the standardized path
multiple indices, namely, Root-Mean-Square Error ofcoefficients linking the variables in our model.€Tpath
Approximation (RMSEA), Goodness-of-Fit Index coefficients in this model indicate that maladagtiv
(GFI), Non-Normed Fit Index (NNFI) also known as perfectionism is positively linked to work-family
the Tucker-Lewis Index (TLI), Comparative Fit Index conflict, internal locus of control is negativelpked to
(CFI) and the Parsimonious Goodness-of-Fit Indexwork-family conflict and work-family conflict is
(PGFI). These measures were chosen as they erable 2egatively linked to job satisfaction. These result
assessment of absolute fit (RMSEA, GFI), compagativ Provide support for H1, H2 and H3.

Table 1: Means, standard deviations, reliabiliied correlations

Latent variables M S.D. o 1 2 3 4
Work-Family Conflict 2.89 0.908 0.802 1.000

Job Satisfaction 3.94 0.753 0.783 -0.427 1.000

Locus of Control 3.39 0.820 0.750 -0.333 0.300° 1.000

Perfectionism 3.02 0.743 0.902 0.408 -0.127 -0.196 1

Note: *: p<0.05. **: p<0.01.0 = Cronbach’s alpha
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Table 2: Summary of model fit indices for CFA model

Model Chi-Square 0 DF ¥*IDF RMSEA  GFI CFI TLI PGFI
CFA 208.217 113 1.84 0.07 0.86 0.91 0.90 0.64
Table 3: Summary of model fit indices for indirecbdel

Model v DF ¥?/DF RMSEA GFI CFI TLI PGFI
Indirect 213.90 115 1.86 0.07 0.86 0.91 0.90 0.65

-0.26

Chisquare=213.901
P=10.000
DF=115

RMSEA =0.074
GFI=0.860
IFI=0.911
TLI=10.893
CFI=0.909

PGFI =0.647

AIC=289.901

07

Locus of

control

0.70 7 5q 0.53
s 10.36} oo

Fig. 2: Standardized path coefficients of the model

Our proposed structural model yielded good fit toconflict. The indirect path between maladaptive
the data, with a chi-square (213.90, p<0.001) greles  perfectionism and job satisfaction through work-ilgm
of freedom (115) ratio of 1.86 (Table 3). A Tucker- conflict was also supported. According to the sqdar
Lewis Index (TLI) value of 0.90 is at the minimally multiple correlations for this hypothesized mod9%
acceptable value of 0.90 (Kline, 2005; Vandenberd a of the variance in job satisfaction is accounted Hg
Lance, 2000). The Root-Mean-Square Error ofmaladaptive perfectionism, internal locus of cohénad
Approximation (RMSEA) value of 0.07 is within the work-family conflict.
acceptable range from 0.00-0.08 (Ho, 2006) which  The significant paths linking perfectionism, locus
suggests that the fit of the model is adequateurgi@  of control and work-family conflict to job satisfiémn,
presents the standardized path coefficients linklregy combine with our model’s satisfactory fit index was,
variables in our model. The path coefficients imsth are consistent with the expectation that perfeddion
model indicate that maladaptive perfectionism isand locus of control are indirectly related to job
positively linked to work-family conflict, internal satisfaction through work-family conflict. Thesesuéts
locus of control is negatively linked to work-famil provide support for H4 and H5.
conflict and work-family conflict is negatively lked
to job satisfaction. These results provide support DISCUSSION
H1, H2 and H3.

As expected, the modeling results showed that The significant relationship between perfectionism
perfectionism and locus of control were signifidgnt and job satisfaction is consistent with the results
related to work-family conflict and that work-famil reported by Beauregard (2006) and Mitchelson (2009)

conflict in turn was related to job satisfactionhel The results indicate that employees who are
results support the indirect path between locus ofnaladaptive perfectionists tend to experience great
control and job satisfaction through work-family conflict between work and family roles. According t
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maladaptive perfectionists are less capable to gena could buffer one against stress. Loss of this nesou
conflict between work and family domains as comgare could lead an employee to experience job dissatiefa
to adaptive perfectionists. It could be useful to

understand the coping mechanisms perfectionistsause CONCLUSION
manage work-family conflict so that employees could
benefit from such mechanisms. In conclusion, this research established the éatlir

With regard to locus of control and its associatio
with work-family conflict, this study found that an
increase in locus of control led to a decrease dnkw
family conflict. These findings are consistent witte
findings of Noor (2002; 2006). The significant effef
locus of control and work-family conflict also supts
the results of a study by Andreassi and Thompso
(2007). In other words, single mothers who belithag
they are in control of the events that happen &irth
lives seem to be more satisfied with their jobs seeim important individual resources that are related to

to experience !ess wqu-famny _confhpt. employees’ experiences of work-family conflict got

The significant direct relationships between work-gatistaction. Raising managerial awareness of the
family conflict and job satisfaction are consistenith  hfyence of personality traits upon the experiente
the results of previous research (lai al., 2008)  \ork-family conflict may prove useful. It is well
whereby individuals who reported higher intensitds  documented that managerial support of work-home
work-family conflict tended to experience lower &y  jssues is associated with lower levels of employee
of job satisfaction. Similar findings have also bee work-family conflict (Wadsworth and Owens, 2007). A
reported by Namasivayam and Zhao (2007); Karatepmanager who is aware of the influence of personalit
and Uludag (2007) and Yildirim and Aycan (2008). traits would provide support that takes into

With regard to the indirect effect of work-family consideration such traits instead of focusing omtfy
conflict in the relationship between locus of cohand  situational characteristics such as work hours or
job satisfaction, the results show that single roth demands from family. Employers should look into the
employees with internal locus of control tend toPossibility of designing training programmes toistss
experience lower intensity of conflict and this wbin ~ €MPployees in taking more control of events in their
turn increase their levels of job satisfaction. &im work situations. _Another possibility is to con5|d§r
findings have been reported by Noor (2002). Single*":’elecm_1g _ potential em_plo_yees who are adaptive
mother employees who believe that they are in cbntr perfectlomst and those v_wth internal locus of cohtSo
of the events that happen in their lives seem td. Wil De prudent to include a way to assess an

; X . individual's personality as part of the selectiongess

experience less work-family conflict and conseqlyent

e ) .. 77" since as noted by Hurtz and Donovan (2000),
seem to be more satisfied with their jobs. Thergri perfectionism should be of interest to employer &s

effect of perfegtionism on job satisfa_ction indthat the employees with demanding standards and higher
employees with chronic tendencies to strive foryyesholds for performance who often representlidea
exce!lence tend to experience greater |nteq5|t|és ®mployees in many organizations. Additionally, an
conflict between work and famlly roles. With the individual’s perception of his or her control bddie
experience of greater work-family conflict, theydeto  should also be assessed as part of the selecticess.
blame their organizations for having depleted fheet Future research should also examine other perspnali
and energy they need for participating in family factors that could reduce employees’ exposure tkwo
activities and thus are less satisfied with thelirsj family conflict and hence increase their job satitibn.
The findings of this study are in accordance withFor example, egalitarian gender role orientatiom an
the COR theory which proposes that individuals deek self-esteem are likely to reduce work-family catfli
acquire and maintain resources to reduce stresghere is also a need for future researchers toaest
Personal characteristics like internal locus oftairand ~ €xpanded model with the inclusion of other
adaptive perfectionism are resources which buffe o dispositional factors.
against stress. Loss of these resources would ¢hese
experience of work-family conflict which is a forof The strength of this study lies in the design Wwhic
stress. On the other hand, the ability to balafme t allows for a close examination of the mechanisms
demands of work and family roles is a resource hic through which the dispositional factors of maladapt
1112

effects of maladaptive perfectionism and locus of
control on job satisfaction through work-family
conflict. The results verify that maladaptive
perfectionism and external locus of control could
result in greater work-family conflict which in tur
r(fould reduce the level of job satisfaction.

The findings of this study have important
implications  for  organizations. The findings
demonstrate that perfectionism and locus of corgrel
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perfectionism and locus of control affect the lee¢l Bruck, C.S. and T.D. Allen, 2003. The relationship
job sat_isfaction among single moth_er employees by between big five personality traits, negative
controlling, through sample selection, for age of affectivity, type A behavior and work-family
mothers, employment status and presence of a child. conflict. J. Vocat. Behavior, 63: 457-472. DOI:

However the selection of this sample also resuits i 10.1016/S0001-8791(02)00040-4
limitations to this study. _ Byrne, B.M., 2009. Structural equation modelinghwit
First, a significant limitation is the small samysize AMOS: Basic concepts, applications and

that was utilized. The results reported here mdy ba programming. 2nd Edn., Routledge, New York
generalized to single mothers meeting the selection  coN 10 0805863729 pp 396 ' '
criteria (full-ime working, aged 45 years and breland Chen, G., R.E. Ployhart, H.C. Thomas, N.B. Anderson

having at least one child). Caution must be exedcia )
generalizing the findings from this sample to otsiagle and D. Paul, 2011. The power of momentum: A

can only be answered by using longitudinal datathero new model of dynamic relationships between job
employees in the study area, as well as to otleergrof satisfaction change and turnover intentions. Acad.
women employees such as those with partners and Manage. J., 54: 159-181. DOl

working part-time, as well as those without chitdre 10.5465/AMJ.2011.59215089 PMID: 59215089
Second, besides limitations due to the nature ef thClark, S.C., 2001. Work cultures and work/family
sample, the inferences drawn from this study anédd balance. J. Vocational Behav., 58: 348-365. DOI:
by self-report data thus exposing the results to  10.1006/jvbe.2000.1759

interpretation of method variance (Doty and Glick, poty, D.H. and W.H. Glick, 1998. Common methods

1998). Third, the cross-sectional characteristitghe bias: Does common methods variance really bias
data do not allow us to draw firm conclusions img of results? Organiz. Res. Methods, 1: 374-406. DOI:
causality. The direction of causality 10.1177/109442819814002 ’
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